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Foreword
On 4 February 2007 Peter Rod, Senior Consultant, Lecturer and 
Cand. pæd established an Internet debating forum on “Proflexion”. 
That day can be considered as the birthday of the term and Peter Rod 
as its father. Prior to that date neither Danish nor international Internet 
searches could find any reference to the term. Proflexion is opposite 
to reflexion and implies the handling of specific material with the future 
in focus rather than concentrating only on what has already hap-
pened. Our understanding and possible retrieval of past experience 
for use in future situations is the essence of the importance of reflexion. 
If we are to be truly innovative and creative in our future dealings we 
must replace the “re” process with a “pro” process; a proflexion (Rod 
2010). A conscious action in the present where we cast ourselves into 
the unknown and discover what happens. We test several possibili-
ties simultaneously and in different ways. It’s about using curiosity and 
experimenting with the limitations and possibilities of paradoxes. No 
real strategy exists and we have to see what appears and what works 
in the real “here and now” situation (Rennison 2013). 
Throughout the past ten years I have been occupied with developing 
the concept of “proflexion” into a practical integration tool for Mixed 
Methods Research. In this book the term is tested on a Gender & 
Career issue. In that connection I would like to give sincere thanks to 
my beloved Mirka, whom I have been fortunate to know for all those 
years, for her great patience with me throughout my gender research 
work. Each year I give her a bouquet of flowers on Women’s Rights 
Day in accordance with the tradition in Poland, her homeland where 
the problems associated with gender issues have never been as 
acute or twisted as they are in western countries. Right back through 
the communist era, women have always been active in the labor mar-
kets and have always enjoyed equality with men with regard to remu-
neration, conditions and opportunities and the percentage represen-
tation of women in management and on boards of directors is among 
the highest in the world without being influenced by quotas or other 
laws or rules specifically made to favor women, at work or in man-
agement. Neither is it necessary there, as it is in Sweden to resort to 
sickly artificial means to develop or change girl- and boy-children into 
a common genderless “it” to replace their natural “she” and “he”. On 
the contrary, the natural qualities and values of men and women are 
respected and recognized in the labor markets as strengths.
Aalborg University March 2017 
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Introduction
As the male author of this Mixed Methods Research project my first 
perception of equality for women was that it is discriminatory against 
men. However, during the 10-year cycle of the study from 2006 
- 2016 I came to realize that gender quotas are not merely discrimi-
natory against men, but even more a form of compensation for the 
structural discrimination against women. Women’s professional qual-
ifications tend to be subconsciously assessed as inferior to those of 
men. Examples of this include:
• Two groups of students (A and B) are asked to evaluate the same 
prospective investment scenario. Group A is told that the director 
of the company is a woman and Group B that the director is a man. 
Group B invests three times more in the company than Group A 
and also gives 16% more to the director in salary.
• A university student scores more in an American test for the same 
written assignment by submitting it under the name John instead 
of Joan.
• Three quarters of approx. 100 university staff psychologists indi-
cated a preference for hiring Dr. Brian Miller rather than Dr. Karen 
Miller, although the two fictitious applications were identical (Ledel-
seidag.dk. 10/2010, Djøf-bladet no. 16 2009).
My subsequent basic research on “Gender & Career” revealed that 
masculine and feminine values are mutually complementary and that 
we can greatly benefit from them in the work environment. However, 
we cannot do so artificially through government regulations and quo-
tas, but only by seeking genuine equality based on realistic nuances 
and the fragmentation of gender-based performance. Because men 
and women are not exactly equal it is not feasible to ignore and ne-
glect gender and simply assimilate them into a unisex concept.
“To treat men and women as equal will only result in equal 
treatment if indeed they are equal. If, however they are 
not, to treat them as if they are equals will, by definition, 
result in unequal treatment” (Nentwich 2006).
A major Danish bank is selected as the problem-solving model for 
testing the application of the scientific methodology; both practical 
and theoretical bases for pro-reflexive integration in a Mixed Methods 
Research paradigm. From the very starting point of the pro-reflexive 
problem-solving approach full consideration is given to trying to un-
derstand the male-dominated culture interpretation framework of the 
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role of women in the management of the bank. Getting this male-
dominated culture to a new understanding is done through a new 
“shaping process” that mirrors situations from the real environment 
into dual notion templates that also incorporate female-masculinity 
and male-femininity. For a paradigm shift in the pro-reflexive con-
clusion, the dimensions of the link between gender diversity and 
performance can be seen and understood in the way that women 
make tougher demands, while the men make softer demands on the 
management level chosen for the installation of a new hegemonic 
leadership concept. A feminine characteristic is adopted whereby the 
male leaders take on femininity and use it as modern, contemporary 
management while all the time the traditional male management con-
tinues to dominate; even being applauded by the female employees.
The Mixed Methods Research Project incorporating the pro-reflex-
ion phenomenon is tested through the integration of Mixed Methods 
Research as a prototype for a new integrated Mixed Methods Re-
search paradigm within the context of Gender & Career.
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Scientific approach methodology
This Mixed Methods Research project is an empirical, qualitative and 
quantitative analysis of “Gender & Career” among staff of a large but 
anonymous Danish bank, hereinafter referred to only as “the Bank”. 
The analysis is based on a qualitative and quantitative study of both 
the problems and the methods associated with the treatment of the 
topic “Gender & Career” within the bank. Methodical Science (An-
dersen 1994) was selected as the basis for the empirical scientific 
approach to investigating “Gender & Career” throughout the Bank 
from hypothetical-inductive and - deductive angles. Firstly, empiri-
cal, inductive knowledge is collected from all members of staff in the 
Bank through an electronic questionnaire and later used deductively 
in the form of an assemblage of the cross-tabulated questions and 
responses in between each sub-topic of the total topic, “Gender & 
Career”. The inductive part of the Mixed Methods Research project 
will be fundamentally based on two approaches respectively dealing 
with internal and external barriers. For example, the external bar-
riers to a management job (if you either are or aspire to be a man-
ager) could include the age of the youngest child, division of labor in 
the home, education, income, working hours etc. The barriers within 
the Bank (internal) could include, for example, the attractiveness of 
the management job, qualifications, job content etc. How the barriers 
specifically affect women then has to be studied deductively; for ex-
ample, if merely being a woman renders women weaker in respect of 
a management appointment. The Mixed Methods Research Project 
is not a theoretical pre-treatment of the focal point of the empirical 
study; namely that men and women apparently do not have equal 
opportunities for career advancement. It is more an approach to the 
methodology and measurement of “Gender & Career” as a scien-
tific Mixed Methods Research observation tool. Perceptions of reality 
can lead to different perceptions of truth and corresponding methods 
with which to explore the world (Törnebohm 1974). Generally, there 
is a difference between those who believe in objective knowledge 
and those who do not. The one who believes in objective knowledge 
(the positivist) uses the empirical-analytic science to obtain accord 
between knowledge and reality. In any case, there is a part- or total 
denial of the existence of other methods than empirical that can pro-
vide valid knowledge. In other words, there is a reduction / narrowing 
towards the belief that there is only one type of knowledge. The one 
who does not believe in objective knowledge (the interpretivist) is not 
convinced that his realization is valid. Therefore, he tries through dia-
logue to reach consensus where the inner logic and consistency are 
the scientific tools. The focal point of this Mixed Methods Research 
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project is thus to avoid reductionism while maintaining a scientific 
method that provides valid knowledge. In addition, the deductive 
and inductive angles are combined. The basic knowledge produc-
tion process thus becomes “a flow with no beginning or end” (An-
dersen 1990).
Method awareness
According to etymological sources the word “method” means “a 
way / path that leads to a destination” (Kvale 1997). With the pro-
duction of knowledge, it is important to be aware of how a resear-
cher relates to his / her study-area. In this connection the aim is to 
explain the scientific process of cognition, as well as the methodo-
logical starting point. As a producer of knowledge it is essential to 
have first clarified for oneself how the cognitive process to be used 
will be certain to be derived from and developed within a robust 
framework of the most stringent and well considered procedures. 
There exists a range of different methodological angles of approach 
to how one as a researcher shall relate to his / her chosen area of 
study. Each of these operates individually with a view of when a 
researcher might designate something as certain knowledge (So-
hlberg et al. 2004). This means that researchers who have used 
different methods of approach to the same area of study can also 
relate to it differently. It is, therefore, essential to clarify the entire 
conceptual process of understanding to be involved along with the 
direction in which the Mixed Methods Research is to take. In this 
connection a model for methodology is used.
Figure 1 - Methodology (Arbnor & Bjerke 1997: 17)
The first part of the model of basic assumptions - paradigm - method-
ical approach will be considered below in order to obtain an overview 
of the area of scientific theory. The second part of the model, on me-
thodical angle of approach - working paradigm - study area will then 
be considered, based on the methodological approach that forms the 
basis for the analysis.
BASIC
ASSUMPTIONS
PARADIGM METHODOLOGICAL
APPROACH ANGLE
SCIENCE-THEORY METHODOLOGY
SURVEY AREAWORKING
PARADIGM
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Basic assumptions and paradigm concept
The observations we make are based on our basic assumptions 
about how reality is formed. The basic assumptions held by the re-
searcher shape his / her perception of the world. Scientific theory has 
developed the concept of paradigm to describe the relationship be-
tween the basic philosophical assumptions and methodological an-
gles of approach (Arbnor & Bjerke 1997: 15). A paradigm is a cohe-
sive summary of the ontological, epistemological and methodological 
angles of approach in terms of research tradition. Multiple paradigms 
do not exist simultaneously, but they do supersede and replace each 
other (Sohlberg et al. 2004). In contrast to the idea of only one para-
digm at a time in the research (Kuhn 1970), the following supposition 
is that six paradigms coexist and compete through the systematic 
differences between them (Lakatos & Musgrave 1970).
Figure 2 - Paradigms and methodological approaches (Arbnor & Bjerke 
1997: 44 + 46)
These six scientific paradigms are subsequently divided into three 
methodological approaches; respectively the analytical vision, sys-
tem vision and actor vision.
Methodological approaches
The differences in these three methodological approaches are clari-
fied as follows:
Analytical vision
The analytical surveys that characterize large parts of this Mixed 
Methods Research project indicate that the entire quantitative 
analysis is deeply rooted in the positivist scientific tradition and has 
an objective view of reality. It is assumed that reality is objectively 
structured and available to the researcher, but independent of the 
POSITIVISM FUNCTIONALISM SYSTEM THEORY PRAGMATISM
SOCIAL-
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INDEPENDENT
BOUND BY LAW BY
THE OBSERVER
REALITY AS A
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DETERMINANT
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NOMINAL
DISCOURSE
REALITY AS A
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REALITY AS A
MANIFESTATION
OF HUMAN
INTENTIONS
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researcher’s subjective experience of reality. It further assumes 
that all parts of the delineated reality are combined to give a total 
picture of the reality. Thus the reality is of a summative nature in 
which the independent wholes are equal to the sum of them all. 
In the search for general laws / rules the analytical vision is exclu-
sively, empirically given through observation, and logical reflection 
through experience with the analytical methods used. The objec-
tive is to identify the components of an assay; i.e. to actually make 
a functionalist approach while explaining the causal relationships 
(Davis 1985) between these components.
System vision
By contrast the system approach perceives reality as being composed 
of systems that consist of components and the relationships between 
them. The reality is objectively available to the researcher just as 
the analytic version is. However, unlike the analytical approach, the 
system approach does not have a summative perception because 
synergy effects arise between the components from the relationships 
that exist within and between them. Inspired by the Human Science 
research tradition, the Mixed Methods Research project focused on 
understanding and interpreting the entire system and its individu-
al elements (Burrel & Morgan 1979) which, together will produce a 
greater or lesser effect than the sum of its parts. The scientific ideal 
of using the system approach in the Mixed Methods Research project 
is to explain the operation of the system from its guiding objectives 
as derived from the research questions to hypotheses that are thus 
included in the system and its working towards the project objectives. 
Each component of the research questions has a function in the sys-
tem and, through hypotheses, towards the overall objective. The ac-
tual research interviews and questions contribute to maintaining the 
system. Thus it is the system-theoretical approach that combines the 
qualitative (Henderson 2002) and quantitative methodological ap-
proaches. The system approach also determines the methods used 
for data collection. Even the interpretation, and thereby the under-
standing, takes place based on the respondents’ answers during the 
interviews and to the questions to give a pragmatic dimension. 
Actor vision
Basically the difference between the actor vision and the other two 
methods of perception is that it considers the reality to be subjective 
and accessible dependently of the actor. The actor perception cre-
ates reality from the individual actions and opinions of the individual 
actors in a social construction. Each actor’s subjective logic and 
perceptions are viewed in relation to the context in which they are 
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rooted. Actor vision in the run up to this Mixed Methods Research 
project is inductive and significantly influenced by the Humanities 
research tradition, where the aim is to achieve a higher level of 
understanding (Føllesdal, Walløe & Elster 2005: 86-89) of the topic, 
Gender & Career that is the subject of analysis. To achieve this 
understanding the initial research is conducted through a dialec-
tic process in qualitative focus group interviews (Krueger 1994) 
where opinion structures are studied by discussing the topic from 
several different angles. Thus, knowledge of the subject, Gender & 
Careers, is generated from dialogue (Alvesson & Sköldberg, 2000) 
with stakeholder representatives in the initial focus groups, where 
the participants’ opinions and perceptions are related to each other. 
Finally, deductive knowledge is created on the subject, Gender & 
Careers, from the actor vision in an observed reality derived from 
interpretation of the analysis data gleaned from the individual re-
sponses to actions and opinions in a social construction (Berger & 
Luckmann, 1983) both inside and outside the Bank; i.e. phenom-
enological approach (Collin & Koppe, 2008) to understanding the 
causal relationships between these phenomena.
Operational method approach
This explains the other part of Fig. 1 (the second part of the model 
of methodical approach - working paradigm -study area) that deals 
with the relationship between the methodical approach and the study 
area that influence the working paradigm. The next chapter outlines 
the study area; i.e. the main problem.
Working paradigm
According to the model, methodology forms the link between the 
methodological approach (analytical-, system- and actor visions) and 
the study area (based on the problem for which quantitative analy-
sis is conducted) and shows how this fits into the specific study 
topic, Gender & Career. Through this particular link in the produc-
tion of knowledge on the topic, Gender & Career, the methodology 
will provide insight and understanding concerning how the working 
paradigm is developed and constructed. The working paradigm is 
in two parts; the methodological procedures, and the methodology. 
Methodological procedures are organized and adapted measure-
ment techniques for the quantitative analysis, while the use of those 
techniques represents the methodology.
Methodological procedures
The qualitative data (Denzin & Lincoln, 1994) will consist of inter-
views with three focus groups (two male and one female), where all 
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participants are embarking on management careers in the Bank. 
The purpose is to examine the attitudes of male and female man-
agement aspirants towards becoming managers, including the fac-
tors that promote or inhibit the ambitions and opportunities of wom-
en and men respectively to actually becoming managers. A number 
of topics have to be investigated within a structured framework. The 
participants are entirely free to raise the topics they wish without 
any steering or leading questions. In a Mixed Methods Research 
perspective (Creswell & Clark 2007 and Teddlie & Tashakkori 2009) 
the themes raised (Denzin 1989) during the qualitative study have 
to be tested (Wagner 1997) in the quantitative analysis. This means 
that these themes also exist and are in play throughout the entire 
organization of the Bank. The borders between the qualitative and 
quantitative method used (Jensen 1990) are not absolutely precise 
(Grutt, Hansen & Jensen 1992). The argument for actually making 
a quantitative analysis as part of these methodological procedures 
is first to identify the existence of any distorted gender career man-
agement choices. The quantitative analysis must be conducted as 
a CAWI (Computer-Assisted Web Interview) in which all the Bank’s 
employees are invited to participate via an E-mail. All E-mails must 
include an active link to the activation of the questionnaire. The ob-
jective of the empirical quantitative analysis is to obtain knowledge 
about the background and possible causes of gender-distorted ap-
portioning of management positions within the Bank, and should 
contribute to a basis for decisions on how the Bank will work with 
Gender & Career, including the prioritizing of target interventions. 
The above methodological procedures lead to key research ques-
tions for the empirical, quantitative analysis. This leads to hypoth-
eses for the use of the questionnaire after which the final question-
naire can be produced.
Methodology
The purpose of the empirical quantitative analysis is to lead to an 
objective understanding of reality within the Gender & Career study 
area. As the objective reality is not immediately thought to be pre-
sent, the focus is directed at finding similarities between subjective 
understandings of the reality via cross-tabulation, which through a 
process of interpretation and transformation will lead to the ultimate 
objective understanding of the reality. This will be achieved through 
a triangulation of the use of all three methodological approaches de-
scribed above in the movement from the inductive to the deductive 
direction throughout the entire Mixed Methods Research project. See 
also this direction from the explanatory to the understanding levels 
shown in fig. 2 (Føllesdal, Walløe & Elster 2005: 96-97).
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The hermeneutic interpretation science.
The ambition level of this transformation methodological approach 
is based on the hermeneutic interpretation science and enables a 
deeper understanding of the Gender & Career study area through 
three successive phases; respectively pre-understanding, under-
standing and post-understanding.
The somewhat misleading term “circle” suggests that the pre- 
and post- positions are equidistant without really getting anywhere, 
whereas progress might instead take the form of a dynamic spiral 
of confrontation in which you can never return to the starting point 
simply because you cannot opt out of knowledge (Andersen 1990). 
The initial phase, pre-understanding (Collin & Koppe 2008), is based 
on observation of factual information and relevant documents pro-
cured on the Gender & Career topic by undertaking initial dialogue 
and interpretation with participants in focus group interviews. It is 
not necessary for all employees of the Bank to participate in the dia-
logue; only the ones who are identified as dominant or as opinion 
shapers in relation to the Gender & Career topic. The realization that 
emerged from this phase of the qualitative part of the study consti-
tutes the conceptual basis for the increased understanding that is 
subsequently further expanded in the understanding phase; i.e. in 
the quantitative part of the study. We seek a framework within which 
the relationship between qualitative and quantitative methods arise 
from the same basic epistemology as hermeneutics (Hjarvard 1997). 
In the understanding phase a series of subjective perceptions of the 
understanding of reality is presented. In this engaging phase, the 
respondents provide, via the quantitative data already collected, 
information through externalized specifications (questions and an-
swers) of subjects within Gender & Career. This shapes the subse-
quent foundation in the Mixed Methods Research project for new in-
terpretations in the distance-phase (hypothesis treatment). Thus, the 
comprehension-phase will be about identifying the field of research, 
PRE-UNDERSTANDING
UNDERSTANDINGPOST-UNDERSTANDING
Figure 3 - The hermeneutic circle (inspiration from Heldbjerg 1997)
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Gender & Career, through interpretation and reflection of the re-
spondents’ subjective understanding of how it is actually constructed. 
The post-understanding with the knowledge about the intention of the 
solution and the purpose of the analysis assesses if any perception of 
consensus has emerged with a view to the pivot of the study. In these 
successive progressive levels of ambition the post-understanding 
can result in new pre-understanding, i.e. putting the field of research, 
Gender & Career, into a new perspective.
Methodological considerations and structure
The overall structure for the Mixed Methods Research project is 
shown below.
Figure 4: Proflexion - Methodological considerations relative to Mixed Met-
hods Research project structure
PRE-UNDERSTANDING
BASED ON THE INTERNALIZED PRIOR KNOWLEDGE, EXPERIENCE AND 
PERCEPTION OF REALITY THE FRAMEWORK FOR THE MIXED METHODS 
RESEARCH PROJECT IS ESTABLISHED. BY EXTERNALIZING THE PRE-UNDER-
STANDING, THE PURPOSE AND THE STUDY SUBJECT ARE MADE CLEAR.
MIXED METHODS RESEARCH I: SCIENTIFIC- AND METHODOLOGICAL INTEGRATION.
Mixed Methods Research II: THEORY- AND DESIGN INTEGRATION.
UNDERSTANDING
THERE WILL APPEAR A BEGINNING OF OBJECTIFICATION THROUGH SUBJECTIVE 
EXTERNALIZATIONS BETWEEN RESEARCHER AND RESPONDENTS.
MIXED METHODS RESEARCH III: METHODOLOGICAL- AND DATA INTEGRATION.
MIXED METHODS RESEARCH IV: ANALYSIS AND INTERPRETATION INTEGRATION.
POST-UNDERSTANDING  
THE POST-UNDERSTANDING WILL CONSIST OF AN INITIAL INTERNALIZATION OF 
THE OBJECTIFICATIONS THAT ARE CONSTRUCTED IN THE UNDERSTANDING PHASE. 
MIXED METHODS RESEARCH V: PROFLEXIVE INTEGRATION.
5. QUANTITATIVE METHOD
1. INTRODUCTION
2. SCIENTIFIC METHOD
3. OPERATIONAL METHOD
4. QUALITATIVE METHOD
6. QUESTIONNAIRE CONSTRUCTION
7. DATA RETRIEVAL AND EXECUTION
8. CROSS TABULATION PLAN
9. ANALYSIS TABULATION
10. ANALYSIS RESULTS
11. KNOWLEDGE AND INTERPRETATION
12. PUTTING INTO PERSPECTIVE
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Study area
As the basis for defining the main problem, the quantitative analysis 
to be carried out is explained here through existing literature on the 
subject. The main theoretical problem to be solved arises from sur-
prise at the gender-related differences in management careers in a 
culture of equal opportunity such as exists in Denmark.
Main problem: How can it be that in Denmark, where there is a strong 
culture of equal opportunity, there continue to be significant gender 
differences in relation to management careers?
Sub-problem l: In the history of labor division, what indications of pos-
sible gender inequality exist in relation to management careers?
Sub-problem ll: Which gender-specific indicators can be identified as 
barriers with regard to ensuring gender-based equality in manage-
ment careers? 
Sub-problem lll: What gender-specific measures can be developed to 
ensure gender-specific equality in relation to management careers?
Sub-problem l
From the early 1900s to the early beginnings of the welfare state 
female doctors, dentists and nurses etc. have taken part in the devel-
opment of modern society outside of the family environment (Sjørup 
2009a). However, it is only in the 1960s and 1970s that women first 
begin to feature seriously in the labor market despite the fact that 
various female unions had existed for a hundred years and, since 
the turn of the century had been organized into the Women Workers’ 
Union that had fought for reasonable wages for women who partly 
or wholly had to contribute to supporting themselves and their fami-
lies. In addition, women increasingly sought education and training 
as more and more women no longer interrupted their education and 
career in order to have children. Women’s participation in the labor 
market had largely been through part-time work. From the mid-1980s 
women took another step up the corporate ladder in the form of better 
education; so much so that today many women are better educated 
than men. Families gradually became dependent on two simultane-
ous incomes. The “female-friendly” Welfare State increasingly offered 
services and benefits to women who were mainly full-time rather than 
part-time employed as previously, where their main working environ-
ment had been within the home (Hernes 1987). Instead, women had 
increasingly taken on the role of “working-mothers” having more in 
common with other female wage-earners than in terms of equality 
with men because parenthood was still principally considered to be 
the responsibility of women. Similarly, the earlier tasks of women 
within the family have been increasingly transferred to the labor mar-
ket, where they are thought to be particularly suited to women. 
18
The horizontal gender division of labor 
Two main categories of gender segregation are present in the Danish 
labor market; respectively, the horizontal gender division of labor and 
the vertical gender division of labor (Emerek & Holt 2008). In the hori-
zontal division of labor, two people work at the same level but with dif-
ferent job functions; i.e. a female school teacher and a policewoman. 
In the vertical division, there are two people within the same function 
but at different levels; i.e. a director and a middle manager. In the la-
bor market there is significant gender difference in both the horizontal 
and vertical dimensions (Sjørup 2009b), which are explained as fol-
lows: There are two forms of gender divisions of labor in between the 
horizontal and vertical dimensions (Emerek & Holt 2008). In one form 
it is possible to improve one’s situation through formal education / 
training, experience or merit leading to greater job scope and respon-
sibility, which should also lead to improved access to highly qualified 
jobs; e.g. within the Public Sector. In this “intermediate” dimension 
women can improve their positions and move into more responsible 
jobs but they still have great difficulty reaching the absolute top of the 
management tree.
The “sliding” gender division of labor
In the second “intermediate” dimension a “gliding” gender division of 
labor can be seen (Emerek & Holt 2008) in the form of differences in 
job content, working conditions, development opportunities and sala-
ries that frequently exist between the genders even though the gen-
ders have the same education and training. There are also two cat-
egories within the “sliding” gender division of labor (Sjørup 2009b). 
One category is denoted by specialization; for example, male lawyers 
being used as lawyers and female lawyers being used as casework-
ers, or when male doctors are surgeons and female doctors are psy-
chiatrists. Various segments consisting of different working conditions 
leading to differences in remuneration levels between the genders. 
The second category is less gender-specific and includes both men 
and women where the crucial factor is the definition of “an attractive 
worker” for designation, for example, as having extra responsibility 
within a group. In other words, how the distribution of “good tasks” is 
decided and which in turn also have an effect on remuneration levels. 
For example, in police forces and public prosecutors’ offices there is 
a tendency to see women in academic management functions and 
men in practical executive functions.
The vertical gender division of labor
The vertical gender distribution of labor in Denmark is characterized 
by a very simple tendency; i.e. the higher you go in the management 
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hierarchy, the greater the proportion of men employed and this distor-
tion is generally the same in all branches as well as in both the pub-
lic and private sectors (Højgaard 2002a). Even though the women’s 
educational level is equally high the female management capital is 
little used because significant inertia arises between the genders in 
the vertical division of labor that ensures that only few women reach 
the highest levels of management.
Gender distribution in management positions
Before initiating the current study on Gender & Career it will be inter-
esting to see what the status quo is in relation to the actual gender-re-
lated distribution of management positions (Højgaard 2008). Accord-
ing to official Danish statistics (2005) women account for 25.6 % of 
the top management positions. The same allocations of 27% women 
and 73 % men are repeated in “The Danish Management Barometer” 
(Danish Management 2005) in the category of senior executives; a 
study that covers gender differences in major employment sectors 
that shows that the allocations of management positions in the pri-
vate sector are 84 % to men and 16 % to women. The 16 % allocated 
to women are represented as 13 % in senior management, 18 % 
in middle management and 16% in lower management. The differ-
ence is not as pronounced in the public sector where management 
positions are held by 55 % and 45 % men and women respectively 
with men holding 66 % of the senior positions and 52 % of the mid-
dle management positions, but it is noteworthy that 60% of the lower 
level management positions are held by women. It is also interesting 
to note that the relatively high proportion of women in the lower level 
management positions is largely confined to the public sector intui-
tions at regional and municipal level but not within the national state 
institutions, where only 35 % of the lower-level management jobs are 
held by women (Danish Ministry for Gender Equality 2005), It is also 
in the regional and municipal public sector institutions that there is a 
predominance of female employees (78%) who have no manage-
ment responsibilities. This suggests that the homo-sociality tends to 
indicate that where there are more female managers there are also 
more female employees. The difference between the proportion of 
13 % women in top management jobs in the private sector and 34 % 
in the public sector is significant, but even more pronounced is the 
gender segregation by organizational level and employment sector 
(Dansk Ledelse 2005). The public sector’s proportion is 28%, which 
is much higher than the 4% found in the private sector. However, 
common to both sectors is the phenomenon that 88% of the male 
managers are employed in organizations with a male superior and 
31% of the female managers have a female superior. This suggests 
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that a much higher proportion of male managers work in a same-
gender universe than is the case with female managers. The female 
share of management positions in different industrial / commercial 
branches within the private sector (Kossowska, Smith, Smith & Vern-
er 2005) shows that there are individual branches (primary industry) 
with senior executive jobs only filled by males, but no branches that 
do not have females in the middle and lower layers of management. 
Thus, male enclaves exist in the private sector. When the recruitment 
layer is equal to the managerial, which is under the top management 
(Højgaard, 2008), the recruitment of female leaders from one’s own 
roster is small in the private sector, while the recruitment of female 
leaders in the public sector is much larger. The vertical gender distri-
bution on management positions is not only a question of manage-
ment hierarchy, but also about the complex relations underlying the 
horizontal gender distribution in terms of gender specific indicators, 
that act as barriers for leadership to become gender neutral.
Sub-problem ll
The identification of gender-related indicators that act as barriers to 
gender-neutral management can start by defining a gender-neutral 
structure for the labor market (Haavind 2000). Namely that males 
and females are equally represented in different target areas where 
there exist a number of stable - albeit adjustable and alterable - per-
sonal and socio common, or gender specific characteristics that arise 
mainly as a result of different social status or jobs. Were this so it 
would be natural to seek an explanation for the gender-gap in man-
agement that was documented in the previous section through the 
gender patterns evident in management activities in the specific tar-
get areas (Wajcman 1999, Vianelo & Moore 2000, Skjele & Teigen 
2003, Højgaard 2002a and b 2004). It is also about the male and 
female gender patterns evident in their respective career pursuits, 
family relationships and their attitudes towards management.
The gender patterns
In a study of Danish attitudes to women as managers (IFKA 2003) 
women score marginally higher than men for “good governance”. 
Men who have female superiors give their superior higher ratings 
than men with male superiors. If the superior is male every third man 
employed will feel encouraged to apply for management positions 
while only one in four females will feel similarly encouraged. If, how-
ever, the superior is female both genders feel equally encouraged. 
Another study (Ledernes Hovedorganisation 2003) covering 900 
male and female superiors shows that two thirds of the male and only 
one quarter of the female superiors in the public sector employed a 
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man last time they employed a manager. In the private sector the 
corresponding figure is two thirds each both male and female supe-
riors who employed a man last time they employed a manager. The 
same study also identifies three management qualities considered 
to be important; namely coaching subordinates, communicating with 
and informing subordinates and creating a good working environ-
ment. Women are assessed by both males and females alike as be-
ing most effective in these three areas of management. The fourth 
important quality is identified as obtaining results on the “bottom 
line” and men are assessed as being best in this area. Finally the 
same study shows that, in order to hold a management position men 
and women have to be equally qualified and also participate equally 
in management networks, but that women have a lower level of 
ambition measured by their intentions to seek further promotion 
within the management hierarchy. The greatest barriers to the con-
tinued advancement of women in management are considered by 
both males and females (although to a greater extent by females) 
to be that the top echelon of management is male-dominated, the 
absence of good female role models at the higher levels and that 
female applicants for managerial jobs have to be better than the 
male applicants. In addition, there are domestic barriers that hinder 
the advancement of women in management; for example, paren-
tal leave and child-care leave for women. Compared to the gender 
distortions in both the vertical and horizontal gender-related labor 
allocations respectively, the differences between the managerial 
qualities, attitudes and behaviors of men and women do not differ 
significantly. However, there remain some factors that still hinder 
the creation of gender-neutrality in the allocations of managerial 
jobs. That women applicants must be better than male applicants, 
the absence of good female role models and male-domination in 
the higher echelons of management do not readily explain gender 
segregation in management.
The gender-related interpretation framework
Gender segregation is about how gender gap is produced and 
maintained. In other words, how management connotations along 
with the male and female connotations are made relevant (Ellehave 
& Søndergaard 2006a), for example when, how and how much of a 
balance appears between gender-related identities, and how all of 
this contributes to the perceptions of individual employees (Haavind 
1987 & 1998, Ellehave & Søndergaard 2006a, Davies 2000). The 
importance of “hard” and “soft” management and how one can be 
one or the other; i.e. a “hard” or “soft” male or female manager; the 
choice being shaped by the gender interpretation framework. The 
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“hard” is a connotation of “masculine” management and the “soft” is 
a connotation of “feminine” management (Gherardi 1995). Thus the 
“hard” management style is associated with the male manager and 
the “soft” with the female manager. The “soft” management style 
can be used strategically by male managers to ease the impact 
of “hard” management and ensure that it doesn’t become exces-
sive. Thus “hard” and “soft” styles of management can be injected 
at will. Use of the “hard” management style by women has to be 
pronounced in order to give it credibility, and must also be handled 
in a balanced way so as not to appear un-womanly. Similarly, the 
natural “soft” management style of women must not become domi-
nant enough to hide the capability for using the “hard” manage-
ment style (Gherardi 1994). Male managers can act as authentic 
“hard” managers because there is natural confidence in their ability 
to “handle things like men” and they have to be careful to maintain 
the “soft” style capability. The female managers questioned their 
own ability to act as “hard” and non-feminine thus leading to a risk 
of becoming too “soft” in management. The women found it difficult 
to emulate the masculine tendencies to be self-promotional and 
“loud”, thus appearing as authentic hard and competent manag-
ers. However when doing so, the women could not simultaneously 
project themselves as sympathetic and “natural”. This character-
istic contributes to gender distortion in recruiting (Ellehave & Søn-
dergaard 2006b), with women being less frequently recruited for 
management jobs than men. Therefore, women have a problem 
demonstrating their ability while at the same time preserving their 
femininity. Even where men find women to be equally qualified and 
competent, they still tend to assess them as being less forward 
than men and don’t identify them as “talented” simply because they 
don’t draw enough attention to themselves and don’t say clearly 
what they want. Within the gender-related interpretation framework 
women cannot adequately take on the masculine behaviors neces-
sary to project their true competence and suitability for manage-
ment. Thus there are gender distortions that can make it difficult 
for women to be easily accepted as competent female managers 
equal to competent male managers.
Sub-problem lll
Male managers therefore achieve respect in the management team 
through professional competence and authority, while women only 
achieve respect through professional competence. The gender-relat-
ed interpretation framework includes different gender-related condi-
tions for informal contact and communications that lead to networking 
issues (Staunæs & Søndergaard, 2006).
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Gender-related perception frameworks
Women can only participate in management networks where the ex-
changes are solely about professional matters because, as soon as 
the exchanges shift into “informal man-talk” women can no longer 
participate naturally. Women can find it difficult to project themselves 
to men in management networks because the informal contact and 
communication can also be misunderstood as having sexual con-
notations, thereby leading to uncertainty on the part of the women 
about the exact impressions they might be conveying. Women do 
not have this problem when they communicate with other women. In 
male networks the communication combines natural authority with 
one’s own position within the hierarchy. In other words, to cultivate 
fellowship through so-called male bonding (ibid: 24). Invitations to 
join a male network are often brokered by a mentor who guarantees 
the new member’s trustworthiness in return for the new member’s 
unconditional loyalty, thus establishing some complex relationships 
in the context of gender perceptions. Female management can only 
gain access to such networks with their skills if they waive their right 
to also participate in the male bonding process; i.e. the informal 
communication process. It becomes even worse for women within 
their own gendered self-understandings (Ellehave & Søndergaard 
2006b:15-16), which makes them seem self-reinforcing. When wom-
en are encouraged to apply for management jobs the gendered per-
ception networks work from the premise that the applications arise 
from self-deprecating convictions that they were too lazy to apply 
because of passivity and lack of ambition. However, when men are 
encouraged to apply for management positions the gendered per-
ception frameworks work from the premise that this is a confirmation 
of their own competence. 
Gendered truisms
Identifying gender-specific measures that can be developed into gen-
der equality of opportunities in relation to careers in management is 
a matter or neutralizing the gender segregation that is produced and 
maintained within the organizational culture in the higher echelons 
of management. These cultural processes are active and productive 
forces (Haavind 1987 & 1998, Søndergaard 1996, Davies 2000); i.e. 
it is in these processes and relationships that gender becomes part 
of a decision-making system in the contests between males and fe-
males mentioned in the previous section on perceptions of masculin-
ity and femininity. Together, these perceptions form the gender-rela-
tion interpretation frameworks through which both men and women 
can make themselves understood and recognizable through cohe-
sive templates and patterns of orientation. These discursive practices 
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that generate, shape and distribute power discourse between gen-
ders that they themselves have woven into the possibility curve and 
genesis conditions available to the organization at any time through 
the gender-related interpretation frameworks. It is a matter of discur-
sive practices (Foucault 1994 & 1995, Geertz 1973, Hastrup 1989 
& 1995, Hasse 2002) that are shaping and creating, and about dis-
tributed power discourse between the genders in which they spun 
themselves on the possibility and creation conditions, the cultural 
interpretation framework provides at any given time in the organiza-
tion. There can even be cultures with a network of meanings (Bruner 
1990) for common negotiation terms between the genders. This 
becomes important in the gendered interpretation frameworks from 
which the members of these cultures can understand themselves as 
well as each other (Haavind, 1987, 1994). The cultural significance 
and interpretations frameworks work only when they arrange or cre-
ate common rules for what is negotiable and what must be retained 
as truisms (Ellehave & Søndergaard 2006b:6) within the organiza-
tion. The conceptions about men and women as belonging to their 
respective homogenous groups are generations of meaning that can 
be neutralized to reduce the gender segregation. Manifestation and 
reproduction of feminine and masculine connotated notions respec-
tively gather their generation of meaning via their mutual opposition 
in an antagonistic relationship. Truisms in terms of interpretation 
premises are stabilizing factors in organizations. If these meanings 
are fixed, opposed and given interpretation legitimacy, where female/
masculinity and male/femininity also occurs, i.e. in two-part perfor-
mance templates, prominent meaning-setting premises can occur, so 
that not only men have masculine connoted expressions and women 
have feminine connoted expressions (Søndergaard 1996). The cul-
tural interpretation frameworks will be in constant negotiation when it 
is not possible to be both man and woman simultaneously. Meaning 
and interpretation frameworks work not only through obvious ways to 
understand and respond to, but the two-part performance templates 
are also active creative processes in unpredictable movements. The 
genders may choose to accept or reject the creation proposals during 
the creation process as mirroring proposals surrounding the shaping 
process of new self-understanding.
Summary
To understand the relations between leaders across genders, the 
gendered interpretation framework has to be mapped and under-
stood internally; i.e. within the organization. Internally generated 
mechanisms in the organization can cause the gender related un-
derstanding to shift to the gender related understanding of external 
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interpretations of men’s and women’s behavior outside the organiza-
tion; i.e. the culturally gendered interpretations of women’s passiv-
ity and reluctance towards men’s similar activity and self-promotion. 
When women participate in the management network, their defini-
tion of management network is not necessarily the same as that of 
men. If the management network definitions for men and women are 
not aligned, they cannot be used interchangeably. It is a matter of 
complex relationships of gendered interpretations of women’s con-
noted meanings, rather than women’s lack of ambition to rise in the 
management hierarchy. This continues to how a request to apply for 
a management position can be interpreted if you are a woman. It can 
be hard to minimize the gender segregation in the management lay-
er, if there is only a male-dominated culture as an explanation of the 
gender inequality in the management layer. By opening up and un-
derstanding the male-dominated culture’s interpretation framework 
of women in management, it is possible to get this male-dominated 
culture, through mirroring proposals from the environment in shap-
ing processes of new self-understanding, reverted to two-part perfor-
mance templates, where woman/masculinity and man/femininity can 
also occur, in organizations. The forthcoming study on Gender & Ca-
reer in the Bank is aimed at developing a proflexion tool to minimize 
gender segregation in the management layer.
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Mixed Methods Research I
While conducting a Mixed Methods Research project, a researcher 
can be introspective and ask questions about the purpose and main 
problem statement and if they can be adapted, including how the 
study subject is to be presented, and how to which degree the Bank 
is interesting and representative for the main problem statement. Al-
ternatively, there should be an explanation of the case study and, 
furthermore an account of the Bank’s role in the Mixed Methods Re-
search project. This Mixed Method study subject is a study of a large 
organization, specifically a bank. But the main object and the main 
source of empirical data are not presented explicitly. Therefore, a 
presentation of the organization, which represents the research area, 
is necessary along with an account of the relation between the Bank 
and the Mixed Methods Research project, where the organization’s 
role in the project becomes apparent. Additionally, and more impor-
tantly, there is no justification or discussion of the selection of a bank 
as study subject. Likewise, the study subject’s representation is not 
discussed. Specifically, the following questions are missing: “Why is 
the Bank selected and why the financial sector?”; “Why are the Bank 
and the financial sector interesting with regard to the main problem?”; 
“Is the Bank representative of the financial sector, and are the Bank 
and the financial sector representative of the whole population, i.e. 
the conditions in Denmark that the problem statement delineates as 
the study subject? And how?” These questions should be answered, 
documented or discussed. Alternatively the researcher should con-
sider if the approach is a case-study, where the problem is deline-
ated to one organization or institution (the Bank) where there is no 
asserted representation. Where appropriate, the method would be a 
case-study where R.K. Yin (2008) and others could become relevant. 
In other words, there is a need to adapt the objective and problem. 
Scientific- and methodological integration 
The Mixed Methods Research project’s methodological focal point 
can be supported in R.K. Yin’s point of departure in “the reality is that 
there can be many different ‘mixes’ or combinations of methods” (Yin, 
2006, p. 41) and is a dismissal of the separation of applying qualita-
tive and quantitative methods respectively (Bergman 2008), where 
the lines between the applied qualitative and quantitative methods 
are blurred (Grutt, Hansen & Jensen 1992). Different research tradi-
tions, e.g. the Bourdieu tradition (Bourdieu et al. 1991), use multiple 
methods simultaneously, where a strong methodic and theoretic ap-
proach is the point of departure for using multiple methods. The dif-
ferences between the methods weigh far less than the overall results 
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of the study and the use of multiple methods does not need to be jus-
tified. The differences between qualitative and quantitative methods 
are not decisive. However, the difference between positivism (objec-
tive structure) and phenomenology (subjective experience) is (fig. 2). 
This assumption stems from the explicit epistemological view, that 
knowledge of social reality, which is between the objective structure 
or the subjective experience, has to be gathered via social praxis 
through the researcher’s own analytical and reflective capacity and 
experience (Frederiksen, 2013). A number of general circumstances 
are known beforehand about a study subject and about how attrib-
utes unfold empirically from theory. Choosing the study subject and 
method depends on being true to the theoretical point of departure. 
With Mixed Methods Research it is the integrated theory that pro-
vides guidelines for choosing the study subject, method and data. Fo-
cus on the reflective capacity depends on the theoretical point of de-
parture and the relationship between the qualitative and quantitative 
studies. In the initial theoretical and methodological steps in the use 
of Mixed Methods, the partial study (qualitative and quantitative stud-
ies of the Bank) is integrated later from the procedures that specified 
the relationship between the single parts by using and developing 
integrated methodical positions, and even use additional theoretical 
positions to produce the questionnaire in the quantitative study. In the 
Mixed Methods Research project’s field of research it is the neces-
sary theoretical bridges within the operational method approach (the 
Mixed Methods Research project’s methodological considerations) 
on which the methods (the Mixed Methods Research project’s scien-
tific approach) depend for clarification of the study subject, and not 
the other way around. 
The Casing Method
The point of departure for the casing method (Ragin, 1987, Ragin & 
Becker 1992, Ragin 2009, Rihoux & Ragin 2009) is that the study 
subject, or case, is non-existent prior to a study that enables it to 
emerge; i.e. as a phenomenon that results from a given research 
process. The casing method has been used in the Mixed Methods 
Research project to eliminate the incorrect distinction between quali-
tative as well as quantitative research’s proposal of continuous revi-
sion and re-interpretation of a context that the Bank perceives as an 
existing phenomenon (Gender & Career) with which the Bank could 
integrate. Qualitative research accounts for how the phenomenon is 
an extreme or critical representative for a given context. Quantitative 
research makes the phenomenon probable as a representative for 
the present context (Byrne, 2009). Both are equally right without dis-
tinction because the work consists primarily of delimitation and defi-
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nition of the phenomenon in a context. Combining the two methods 
in the Mixed Methods Research project stems from this notion. The 
less confident the researcher is on the case or the study subject as 
phenomena, the better the research process and analysis (Becker, 
1992). Thus, the Mixed Methods Research project is an iterative pro-
cess that aims at varying between qualitative as well as quantitative 
suggestions on what the context of Gender & Career actually is, and 
how the Bank can be used proflexively throughout the course of the 
study in order to gain insight into the research process. The Bank is, 
therefore, neither chosen exclusively as a study subject nor a case 
study for the gender specific problem. The Bank is chosen as the 
solution from the scientifically methodic, methodological and theoreti-
cal points of departure, which will become proflexively integrated in a 
Mixed Methods Research methodic perspective.
The Financial Sector
The financial sector has been selected as a distinctive example for 
the male homo-social enclaves of management leadership. Thus the 
Bank has been chosen in the Mixed Methods Research project as 
the study subject because of previous knowledge about a very im-
balanced distribution of genders across management, which is also 
very typical for the financial sector as a whole (Holt et al., 2006). The 
gender distribution in the Bank’s group as a whole was 54% women 
and 46% men in 2009, even though 80% of the men were managers 
at that time. The quantitative analysis confirmed this distribution later 
in the Mixed Methods Research project at a census with a response 
rate of 71% of all the Bank’s employees, where it was also deter-
mined that 78% of the managers were men. 
Spread across different management levels in the Bank, 69% of 
the middle-management were male and 31% female; among the 
board of directors 93% male and 7% female and exclusively men 
in the senior management. Prior to 2009 the Bank had already had 
years of experience with a career development program designed 
to cope with the equal recruitment into management of both male 
and female employees. However, the majority who advanced to a 
management career were men. The prior knowledge about the im-
balanced distribution of managers in the Bank, combined with the 
Bank’s own wish to conduct an investigation that can lay the founda-
tion for future work with a gender policy in the Bank to redress the 
uneven management distribution, provided the reason to continue 
the work from a theoretical point of view to integrate the choice of the 
Bank as the study subject along with the integration of method and 
data. From the theoretical mapping of the sub-problems, the gen-
der distribution on management posts, gender-related work distribu-
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tion, gender-related patterns and interpretation frameworks, and the 
gender-related perception framework and truisms in an operational 
method approach with the methodological considerations combined 
with the preceding scientific considerations, the Bank became the 
study subject via the qualitative method approach, which will unfold 
from a series of research questions and hypotheses in the quantita-
tive method approach. These integrated methodological and addi-
tional theoretical positions in the quantitative questionnaire composi-
tion were used in the Mixed Methods Research project’s recurring 
themes; network, recruitment, managerial attractiveness, managerial 
motivation, experience of barriers and options for actions – with the 
Bank as a study subject. 
The Bank as Case
In the Bank as a case, the management requested that the work-
ers on both employee- and management levels should be made 
up of both men and women. The reality at the management levels 
were different so the Bank took the initiative to hire more women 
into management. The Gender & Career project was a result of 
this initiative and became a general focus area for the Bank, both 
centrally and decentrally. The aim was to attract and activate the 
female employees’ professional- and managerial potential to en-
able both genders to be able to pursue a management career in 
the Bank. The overall goal was to make more women interested 
in management careers by improving the retention of managers of 
both genders by, among other things, balancing career with leisure 
time and time spent with family. This was to be achieved by offer-
ing flexible working hours in a work/life balance from individually 
flexed working hours; either permanently or temporarily for specific 
purposes; e.g. child care, further education etc.. The provisional 
aim is to increase the number of applications from women for the 
management vacancies in the Bank. A project organization was es-
tablished in HR consisting of a work groups comprising both man-
agement and employee representatives. They were tasked with 
the responsibility to support and staff the Bank with equal gender 
and age distribution, as well as an even geographic spread. The 
work groups’ objective was to determine a goal for the Bank and 
to launch the central initiatives to ensure the desired development 
in a gender-equal recruitment and retention strategy. The board of 
directors and middle-management in the decentralized organization 
were still responsible for identifying and encouraging females with 
management aptitudes to apply for a management position. The 
work group prepared an inspiration catalogue of recommendations 
provided from the Ministry for Equality’s charter, along with the ex-
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perience network that the work group had established around the 
Gender & Career theme with participation from a number of corpo-
rations and research institutions, including the “Communication and 
Culture in Professional Contexts” research group at Aalborg Uni-
versity. The work group was tasked specifically with the evaluation 
of the company’s job adverts to ensure that the profiles attracted 
both genders equally. Additionally, a mentor arrangement was es-
tablished to assist in finding and promoting management ambitions 
in prospective female management candidates. Finally, the work 
group was tasked with instigating a change in the company’s stance 
via articles in the employee magazines and the intranet, to stimulate 
a non-taboo company culture about Gender and Career. Thus, the 
Bank independently worked towards gender initiatives five years 
before it became mandatory by law in Denmark in 2014, when the 
government required the country’s 1100 largest corporations to en-
force “Explanation of the Gender Related Composition in Manage-
ment Bodies” (Erhvervstyrelsen 2013).
Qualitative Approach
The research group “Communication and Culture in Professional 
Contexts” (KoKuProf, 2008) at Aalborg University has collaborated 
with the Bank’s head office based HR department to analyze inter-
view data generated by the internal project “Gender and Career” and 
which consists of data previously collected from focus group inter-
views during winter 2006 (i.e. December 2006 – January 2007). This 
data comes from interviews with three focus groups (two male groups 
and one female group) where the participants were all currently pur-
suing their careers in middle management at the Bank. The three 
focus groups consisted of 11 and 6 men and 6 women respectively. 
The purpose was to examine male and female management candi-
dates’ attitudes towards management jobs, including what kinds of 
relationship might promote or limit the ambitions and possibilities for 
men and women to become managers. The gender-related distribu-
tion of managers in the Bank is uneven and this is also reflected 
in the recruitment and screening requirements for the focus groups 
themselves; i.e. 1 female focus versus 2 male focus groups. 
Research Design
In the qualitative analysis a number of methods will be used to set 
up the research design analytically with regard to gathering insight 
through interviews along with existing knowledge of gender diver-
sification and its rationale. The situational analysis method (Clarke, 
2005) will be used with specific interview techniques; the narrative 
interview (Chase, 1995). This means that both male and female mid-
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dle managers are given “voice” (Lather 2000, Mazzei 2009) in con-
trasting and complex interview situations, that are intersectional; i.e. 
through multiple categories simultaneously (Staunæs 2003, Sønder-
gaard 2005, Højgaard 2007, Staunæs & Søndergaard 2005 & 2008, 
Højgaard & Søndergaard 2006 & 2009). The Bank wanted to investi-
gate and identify the following subjects in an interview guide
1. The attitudes of both men and women towards the role and lives 
of managers, and also towards each other and themselves as 
managers at the Bank
2. Men and women’s experience of career-constraining/-promoting 
conditions in the Bank
3. The significance of language use and identity perceptions for ca-
reer opportunities within the Bank
The participants were free to choose the themes, which they then 
discussed in such a way that ensured there were no “steering ques-
tions” in the interview guide. The KoKuProf group received a consid-
erable amount of data from the Bank in the form of transcriptions from 
the three focus groups, which the research group analyzed and were 
thus able to identify a number of central themes:
a Career promoting factors
b Career constraining factors
c Men’s perceptions of men
d Men’s perceptions of women
e Men’s perceptions of family and children
f Women’s perceptions of women
g Women’s perceptions of men
The above-mentioned breakdown establishes the frame for the as-
sessment and analysis of the qualitative data, which will be summa-
rized in the following sections (Wolcott, 1990). 
Career-promoting and career-constraining factors
Firstly, the factors that the focus group participants produce as 
career-constraining are presented and compared. The compari-
son is made of the factors men and women put forward as gender 
specific statements. 
Comparison of career-promoting and 
career-constraining factors
The two factors are tabulated in opposing columns below (table 1) 
and lined up correspondingly where they cover the same subject:
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Career-promoting factors Career-constraining factors
Belief in own skills/self-confidence Lack of belief in own skills/self-confi-
dence
Professional competency and experi-
ence
Lack of education
Support from the Bank Lack support from the Bank
Support from the family Lack of support from the family
Men and men’s network Women’s exclusion from men’s network
Networking and feedback with women Women in men’s network
Will and ambition Insecurity from the Jante law*
Flexibility/time Time constraint
Inherent management abilities/natural 
leader
Individual result orientation
Social Intelligence Lack of reward
General bias about female managers
Table 1. Career-promoting and career-constraining factors (KoKuProf, 
2008:4) * The Jante Law: an informal behavioral rule” between Danes that 
demands; “you should not think that you are more or better than the others”
Most of the factors, that promote careers, are identical to the factors 
that constrain them, i.e. most of the career-promoting and career-
constraining factors are each other’s opposite. This implies that most 
of the views that the focus group participants’ consider important (to 
career-promoting) are also the factors that participants feel insecure 
about (career-constraining factors).
Men and women’s perception of career 
promoting and constraining factors
Therefore it will be interesting to highlight the gender specific fac-
tors that are typically perceived as career-promoting and career-
constraining by men and women respectively. Below are the career-
promoting factors allocated by gender: 
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Career promoting
factors
Most men Most women Both genders
Belief in own skills/self-con-
fidence
X
Professional competency 
and experience
X
Support from the Bank X
Support from the family X
Men and men’s network X
Networking and feedback 
with women
X
Will and ambition X
Flexibility/time X
Inherent leadership talent/
natural leader
X
Individual result orientation X
Social intelligence X
Table 2: Gender specific career-promoting factors (KoKuProf, 2008:5)
There is a big difference between the factors that men and women 
primarily regard as career-promoting. The only place where both 
genders agree is ‘support from the Bank’. The only factors that only 
women find to be career-promoting are having inherent management 
skills, being a natural leader and social intelligence. Similarly, the ca-
reer-constraining factors have been listed in the following table:
Career-constraining 
factors
Most men Most women Both genders
Lack of belief in own 
skills/self-confidence
X
Lack of education X
Lack of support from the 
Bank
X
Lack of support from the 
family
X
35
Career-constraining 
factors
Most men Most women Both genders
Women’s exclusion from 
men’s network
X
Women in men’s net-
work
X
Insecurity from the Jante 
law
X
Time constraint X
Lack of reward X
General bias about fe-
male leaders
X
Table 3: Career-promoting factors (KoKuProf, 2008:5)
In contrast to the career-promoting factors, there is a wide concur-
rence from both men and women on the career-constraining factors 
that are not gender specific statements; i.e. lack of support from the 
Bank and family, the Jante law, time constraints and lack of reward. 
Women, however, find it career-constraining to be excluded from the 
male networks, and also the general bias about female managers. 
Men, on the other hand experience women in the network as having 
lack of confidence and belief in their own skills and lack of education, 
and consider these to be career-constraining. 
Men’s perception of men
Here, the men’s perception of men is analyzed, i.e. the way men 
regard their own gender as manager and colleague. The table be-
low summarizes these stereotype statements, which will then be 
commented on:
Stereotypes
Men have influence
Men have more focus on business
Men are better businessmen
Men are determined
Men are at the top
Men have confidence
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Men want to make decisions
Men hire men
Men are one-sided
Men are ego-centric
Men have to be able to do everything
Table 4: Men about men as managers and colleagues (KoKuProf, 2008:6)
Men view themselves as the obvious choice for management posi-
tions, because they think that they meet all the traditional require-
ments associated with the job and upward movement through the 
hierarchy. In order to gain influence and contest a management po-
sition, it is pivotal to have an investigative personality and a flair for 
business, as well as self-confidence and determination. The above 
list of stereotypical statements is compiled on the basis of men’s ar-
gumentation in a plus/minus list for men’s own perception of them-
selves in relation to women. Characteristics widely highlighted as 
positive in men are highlighted as negative in women. Men’s abilities 
are widely considered as positive in relation to the same characteris-
tics that are highlighted as negative characteristics in women. Men’s 
confidence is revealed in remarks on how they never doubt that they 
can handle a management job with a minimum fulfilment to the posi-
tion’s requirements. The men believe that the women do not possess 
the same level of confidence. Women that fulfill all of to the position’s 
requirements still have a need to feel overqualified in order to be sure 
that they can handle the position. 
The male focus group participants also believes that they are ex-
ceptionally adept at prioritizing decision-making and business trans-
actions because of their gender’s innate determination and focus. 
On the other hand, when women are much more focused on de-
tails and nuances, the men believe that the women are not qualified 
to be managers. In male circles it is not considered acceptable to 
openly express one’s desire to obtain a management position. Nor is 
it considered as acceptable among men to openly proclaim any wish 
to be part of the managerial or decision-making elite. Men demand 
less egocentrism in these areas and actually seek to serve the com-
munity’s interests; something that they also believe women to be 
capable of. Although the focus group interviews among men suggest 
that men can see past immediate personal benefits, such as power 
and influence, and thereby the benefits of the groups social life and 
welfare, they do not regard woman as potential candidates for leader 
positions. Men do not consider woman as potential competitors and 
men only want to hire men as managers. 
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Men’s perception of women
Men’s perception of women’s skills and values as managers and col-
leagues is summarized in the stereotypical statements table below:
Stereotypes
Women have other positive values
Women have other positive skills
Women account for soft values, make a difference
Women are not conflict-averse
Women get preferential treatment
Women have no ambition
Women are not career minded
Women of child-bearing age is a problem
Women must be beautiful, not overweight
Women have no value in network
Men network with men
Skilled women are a threat; men are threatened by skilled women
Female managers sitting in female jobs
Women are only good for bearing children
Table 5 – Men on women as managers and colleagues (KoKuProf 2008:7)
The male focus group participants’ express different attitudes to-
wards their female colleagues as managers. On the one hand, some 
of the men indicate that women bring positive values to the oth-
erwise male dominated world of banking, thus adding value, i.e. 
female managers are a considered additional asset. Women are 
not afraid of problems, i.e. men perceive women as less conflict-
averse than themselves. On the other hand, other men feel that 
women’s contribution is softer in the management team, as they 
are more concerned about emotional aspects than making money. 
The men perceive women as non-career minded with very few am-
bitions. When the Bank’s management formulates policy incentives 
to women in management positions, some men perceive this as a 
distortion of an otherwise natural competition. Only if women ex-
press initiative and commitment will an immediate positive attitude 
for women as leaders be shown, i.e. the perception of women hav-
ing to compete with men on equal terms with men. In general the 
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men assess women’s management potential as less suitable, even 
when women show that they are competing with the men on equal 
terms. Thus some men state that an ambitious woman is not neces-
sarily a good thing, i.e. women’s management ambition can be per-
ceived as a threat to the advancement possibilities for men. How-
ever, it is clear that the men’s perception of the positive dynamics 
of a network is highly dependent on the participation of women, i.e. 
men do not perceive women as a general threat to their own pos-
sibilities for a career advancement. However, this seems contrary to 
the fact that no requests have been made to include women in the 
networks. Thus, the men believe that nursing contacts in a network 
with influential people in the organization is a deciding factor for 
women being included in the networks. Men also perceive women’s 
lack of management ambitions as related to the interest of women 
in children and family rather than in the pursuit of a career. This 
relationship works for some men as a pretence to legitimize opting 
women out of recruitment; especially young women where men are 
automatically granted precedence, even though their qualifications 
are no better than the women’s. Therefore, if women wish to make 
a career, they should deselect or down prioritize children and fam-
ily, so they do not create any problems for themselves or the Bank. 
The men’s stereotyped perception of female managers is reinforced 
by the view that women should be beautiful and attractive, and that 
they cannot be allowed to be obese.
Men’s perception of family and children
Men perceive the gender imbalanced distribution of management po-
sitions in the Bank as inherent. The inherent traits are gender specific 
according to the men because women do not have the same interest 
and opportunities to make a career as the men do i.e. because the 
well-being of the family is more important. 
Men on men’s relationship with family and children
The male focus group participants’ very traditional and stereotypical 
view of their own gender’s relationship to family and children is evi-
dent in the following statements: 
Stereotypes
Men drive the career
Men accept the consequences of top jobs
Men prioritize salary
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Men do not prioritize the family
Men who want to make career have “invisible” children
Men (“real” men) do not take parental leave
Men will not be caretakers of children
Table 6 – Men on men’s relationship with family and children (KoKuProf 
2008: 9)
Some of the male focus group participants consider down prioritizing 
of the role as fathers and husbands, parental leave, childcare and 
time with the family as quite natural when they also believe that they 
are more career minded than women and that they take better care of 
their careers and thereby get a bigger salary and increasing influence 
in management. Therefore, the men will not trade their careers for the 
care and upbringing aspects of family life. The consequence of this 
is that the man will be the one who primarily earns the family’s keep 
and puts food on the table. This attitude is further reinforced by the 
fact that other males also consider taking advantage of the statutory 
rights to parental leave as a weakness. 
Men on women’s relationship with family and children
The men’s stereotyped perception of a woman’s relationship to family 
and children is referred to as “women at home” and not as a state-
ment about going on an internal level within the Bank. It must there-
fore be the traditional family in a wider societal perspective that dic-
tates the difference between the genders in the following statements:
Stereotypes
Women have other values
Women only care about having children
Women have no ambition
Women earn less than men
Women want to spend money
Table 7 – Men on women’s relationship with family and children (KoKu-
Prof 2008: 10)
On the one hand the men are irritated by their stereotyped perception 
of their female partner’s lack of focus on career and by their stronger 
focus on flexible work scheduling so as to be able to pick up their 
children on time at the nursery or kindergarten; i.e. lacking focus on 
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making the money while also believing that women want to spend the 
money. Thus the men do not reflect on how everyday life with family 
will be when they have a demanding managerial job. 
Women’s perception of men and women
In the women’s focus group the female middle managers expressed 
very clear perceptions of the potential for women to become manag-
ers. They describe how women generally differ from men in terms 
of female personal characteristics, and also how female managers 
differ from male managers in terms of specific management qualities.
Women on women as individuals and leaders
The following perceptions of women’s personal and leadership quali-
ties are divided into intrinsic and extrinsic factors.
Intrinsic factors
Women are more human and display emotions
Women are caring
Women have empathy
Women are not afraid to admit weakness or ignorance
Women do not have hidden agendas
Women are indirect
Women are fragile and lack confidence
Women focus on what they are not capable of
Women are perfectionists
Extrinsic factors
Women are responsible for the children and cannot take on overtime
Table 8 – Women on women as individuals and managers (KoKuProf 
2008: 11)
On the one hand the results from the female focus group show that 
the women consider themselves as better suited than men to hold 
management positions where female values such as caring, em-
pathy and the will to ensure fair play are emphasized. Especially if 
they are combined with the ability to say “no”. On the other hand, 
the women feel vulnerable to the outside world’s view of them when 
they more generally describe themselves as cautious, too timid to de-
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mand and lacking self-confidence. Therefore, women try to gain rec-
ognition through perfectionism and performing all tasks to the fullest. 
The above mentioned conditions are generalizations used by women 
to explain the overrepresentation of male managers. If these condi-
tions are combined with the fact that women, according to their own 
statements, often bear the responsibility for the children at home, the 
women’s access to management positions is limited even further.
Women on men as individuals and managers
The women in the focus group interview consider themselves better 
suited for management than the men, which is contrary to the beliefs 
of the outside world. Here the women share a more positive view 
of their own management skills and also share negative feelings to-
wards men as managers. 
Intrinsic factors
Men are direct and have drive
Men focus on what they can
Men are result oriented
Men are conflict averse
Men hide their emotions
Men are afraid to admit weakness or ignorance
Men play games
Men have no conscience
Men employ themselves
Table 9 – Women on men as individuals and managers (KoKuProf 2008: 12)
It is interesting to observe that the women in table 8 primarily empha-
sized intrinsic factors on an overall and general level as an explana-
tion of their vulnerability to the outside world’s view of them. In table 
9 they only emphasizes perceptions of men that all base on intrinsic 
factors. Thus, according to women’s perception, it is not extrinsic fac-
tors that hinder the men from reaching management jobs. Likewise, 
the values ascribed to men, such as pride, conflict aversion, lack of 
apathy and fear of displaying emotions stand in stark contrast to the 
values that women ascribe to themselves. This has led to female 
middle managers describing men and male managers as direct and 
result oriented with focus on their own competencies. Finally the 
women believe that they stand for fair play while male leaders do 
not. The men often use strategies to reach their goals; strategies that 
take away the women’s opportunities for promotion. According to the 
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women, the men make particular use of special networks for men, 
which leads to male leaders frequent employment of men. 
Women’s stereotyping of the good manager
When the female middle managers in the focus group interview look 
at their own management roles from equal intrinsic factors for them-
selves as for the opposite gender, it could prove relevant, in closing, 
to elucidate the women’s view of the important qualities of a good 
manager. A good manager’s most important qualities are:
Social intelligence
Honesty
Openness
Trust
Desire to develop other people
Humor
Positive attitude
Professionalism
Table 10 – Women’s stereotyping of the good manager (KoKuProf 2008: 12)
These characteristics show a certain convergence with earlier fe-
male values. The female values that a good manager should pos-
sess are social intelligence, honesty, openness and trust. From the 
focus group interview, it appears that women perceive themselves as 
being qualified for management jobs even when other values such 
as humor, a positive attitude, desire to develop other people and the 
necessary professional competencies are stated as important for 
good management. Indirectly, the statements indicate that the male 
leaders lack exactly these qualities. Paradoxically, the women are 
not hired as often as the men - according to the women’s own state-
ments. In closing, the women believe that they are motivated by the 
idea that they possess natural management skills that are at least 
as good as the men’s; maybe even better. And simultaneously the 
women express a desire to affect the development of the job and 
develop the employees, which they characterize as qualities a good 
manager should possess. 
Summary
The purpose of the three focus group interviews was to examine 
male and female candidates for management positions, including 
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the conditions that either assist or prevent women’s and men’s ambi-
tions and possibilities to become managers. The conclusions of the 
qualitative analysis are based on the majority opinions express by 
respondents. These opinions do not necessarily reflect the Bank’s 
position. The following summation of preceding qualitative data col-
lected from the focus group interviews will be used to account for the 
research question. In the following section, this summation will act as 
a basis for collecting quantitative data from all the Bank’s employees. 
Based on the qualitative analysis of the three focus group interviews, 
the Bank is presented with an organization and environment where 
the coming quantitative analysis of the whole Bank will be relevant 
to map out in order to find out whether it is the masculine values that 
primarily dominate in the whole organization. The employees’ future 
career possibilities are at stake, depending on how they articulate 
themselves if the masculine values are dominating. Feminine values 
and abilities have less significance compared to the masculine values 
and abilities in the qualitative analysis of the career promoting factors 
that are emphasized as being decisive for one’s career. The female 
values are considered as valuable, but not decisive for whether or not 
one can make a career in a male dominated environment. If the Bank 
wants more women in management positions, the coming quantita-
tive analysis will have to investigate how the feminine career pro-
moting factors, such as social intelligence and inherent management 
talents can be identified. It will be necessary to identify which initia-
tives hinder the male career promoting factors, if more women are to 
occupy management positions, so they do not become self-assured 
in relation to the prevalent male discourse about what promotes a ca-
reer. In the qualitative analysis of the career restraining factors, there 
is a consensus across the genders, that there are a number of other 
conditions such as support from the Bank and family, time pressure, 
the Jante Law and lack of reward, that can be more restraining for 
one’s possibilities to make a career, than male or female career re-
straining factors. The same consensus will be explained in the quan-
titative analysis, whether it exists or not, and if there is talk about any 
concrete factors that require solutions from the Bank’s side. In the 
qualitative analysis of men’s perceptions of men, it was yet again 
established that men perceive their own gender to be natural leaders 
compared to women and that they possess good and dynamic man-
agement skills with results on the bottom line. Despite their recogni-
tion of own shortcomings and inappropriate behavior. Even though 
men recognize that women possess the skills that the men do not, 
the men do not accept women as competition. In the quantitative 
analysis, the same conditions will be examined for the entire Bank 
in order to investigate possibilities for creating a natural balance be-
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tween female and male management skills by employing more fe-
male managers. It was revealed during the qualitative analysis of the 
men’s perception of women, that there is a generally negative view 
of women’s ability and value as managers, especially in combination 
with the problems concerning child birth and parental leave where 
young women and female managers in their child-bearing age are 
deselected by default regardless of qualifications. The need for more 
women as managers requires a change in attitude and an adjustment 
of values on multiple levels that are more than merely nice words 
and declarations of intent. In the qualitative analysis of the men’s 
perception of family and children, the male perception that career is 
primarily the man’s area of responsibility is reinforced. Child care and 
parental leave are primarily a woman’s area of responsibility, where 
the man’s role is to provide. In order to investigate if these conditions 
are true, a mapping out is necessary concurrent with the quantitative 
analysis in the private homes of the male leaders. If that is the case, it 
is hard to put an end to the traditional and stereotyped view of gender 
and career. Finally, the qualitative analysis of the women’s perception 
of men and women showed that female middle managers are both 
ready and feel competent to take on management responsibilities. 
In the quantitative analysis, those invisible barriers will have to be 
identified that are based on male values that are career restraining in 
order to attract more women to top jobs. The female values, such as 
caring, sense of empathy and desire for fair play should not replace 
the male values. Both values should be combined in order for the 
Bank to increase focus on the most important tools to create good 
managers and thus improve women’s inclination to and possibilities 
for making a career.
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Mixed Methods Research II
In what context are the themes proposed? Are they common state-
ments or are they specific to the Bank? Should the statements and 
results have been contextualized in the final instance and portrayed 
organizationally? How did the analysis arrive at the different asserti-
ons or statements? What role did the Bank play in the investigation?
Theory- and design integration
The theoretical assumptions and arguments (the Mixed Methods Re-
search project’s study area) are linked to the Mixed Methods Re-
search project’s empirical parts as epistemological frameworks tied 
to the coherent study topic (Greene 2007, Evans et al. 2011); i.e. the 
Bank. The theoretical assumptions and arguments relate to the differ-
ent empirical parts of the Mixed Methods Research project (qualita-
tive as quantitative) in an integrated design. The theory serving as a 
point of departure for the already tied in empirical preunderstanding 
(the Mixed Methods Research projects study area) of the study topic, 
is described through the identification of a number of perceptions of 
gender management and career terms in the qualitative investiga-
tion. Design integration of the empirical qualitative and quantitative 
parts of an investigation can progress in parallel, sequential, em-
bedded or prioritized (Tashakkori & Teddlie 2010, Creswell & Plano 
Clark 2011, Plowright 2011) in relation to the overriding theory with 
the already tied empirical preunderstanding. If a parallel design ap-
proach is taken, the qualitative and quantitative methods are used 
independently of one another. When a sequential design approach is 
taken, the results from the qualitative investigation are used to pre-
pare a questionnaire in the quantitative investigation. If, however, an 
embedded design approach is taken the qualitative and quantitative 
methods are used simultaneously on the same sample. Where the 
prioritized design approach is taken, the qualitative and quantitative 
methods with weighted analysis of separate data sets work as one 
coherence analysis. 
The design integration is conducted sequentially in the Mixed 
Methods Research project and becomes meaningful only when 
both the qualitative and quantitative investigations are executed with 
specifications on the individual investigator’s role in relation to the 
overall theory related to the already tied empirical preunderstanding 
and the additional theoretical positions in the quantitative question-
naire. Integration is the creation of a tangible relationship between 
the separate parts (Moran-Ellis et al. 2006) where the separate parts 
of the Mixed Methods Research project are not combined, thus be-
coming a new unit. Instead a link is created between the individual 
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parts which can then be disconnected from one part and connected 
to another part of the Mixed Methods Research project. This can be 
compared to an integrated transport system (Moran-Ellis et al. 2006), 
where it is possible to switch from a bus to a train and with a number 
of common structures in zone and ticket systems in which busses 
and trains have not become more alike or merged together to form a 
new type of transport unit, but only function together as a dynamically 
integrated unit. Henceforth, in the Mixed Methods Research project, 
the author’s own definition of proflexion in the Mixed Methods Re-
search project will be used; i.e. 
A dynamic process in loops incorporating continuous attempts to im-
prove past understanding of reality, fitted into the present reality as 
each part of the Mixed Methods Research project always opens up 
new possibilities for moving ahead - the present is always a new be-
ginning onwards.
Focus group interviews
The focus group interviews were originally conducted internally in the 
Bank as part of the corporate internal project Gender and Career, 
with the Bank’s own HR development consultant as moderator. Data 
from interview transcripts were kept anonymous and inaccessible to 
the public as well as to the Mixed Methods Research project. In terms 
of method, that could be problematic due to the fact that the modera-
tor was employed by the Bank thus creating doubt as to whether or 
not the objective approach might have been inadequate. The results 
of the focus group interview can also be disputed, as interview bias 
could have influenced how the focus group participants expressed 
themselves; for example, due to pressure from the moderator regard-
less of whether the pressure to express oneself in a certain way was 
perceived by the participants themselves or insinuated by the mod-
erator. These potential interview effects have been disregarded in the 
Mixed Methods Research project, as they should not have been there 
in the first place. During the winter of 2006, the Bank approached the 
research group “Kommunikation og Kultur I Professionelle Sammen-
hænge” (KoKuProf) to seek aid in analyzing the results generated 
from the focus group interviews (KoKuProf 2008). Prior to the execu-
tion of the interviews the Bank’s moderator put forward a number 
of items in an “interview guideline” that the Bank wished to identify 
and investigate without influence from leading questions during the 
interviews. The focus group participants should be free to put forward 
themes for discussion unimpeded by leading questions. However, 
this could also constitute a systematic error in the interpretation of 
certain aspects of the interview responses if one wishes to obtain the 
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unadulterated knowledge that the relevant views represented. One 
can imagine that the synergy with other naturally occurring response-
angles could have had a decisive significance for the outcomes but 
without any clear explanation or justification. 
However, the Mixed Methods Research project remained method-
ical and theoretical right up to the qualitative interviews that could 
have affected the entire Mixed Methods Research project. Therefore, 
the qualitative interview data from the three focus group participants 
was transcribed and handed over to the research group, which ana-
lyzed the results and presented them in a summative report that has 
not been made publicly available. The three transcribed focus group 
interviews made up a large volume of data that the research group, 
independently of the Bank, strived to make more usefully relevant 
through a number of centrally self-imposed themes. This thematic 
sub-division established the framework for the review and analysis 
of the focus group interview data in a full report to which the Mixed 
Methods Research project was also not allowed access for reasons 
of internal corporate confidentiality. Instead they were provided with a 
confidential summary that did use the Mixed Methods Research pro-
ject’s further work as a point of reference. KoKuProf has conducted 
an analysis of the linguistic and communicative aspects and have 
thus focused on the participants’ own terminology, articulations and 
perceptions of the gender-related career issues without the original 
leading questions from the interview guide. The most common gen-
eral statements were chosen from the male and female focus groups 
respectively - for which the screening, recruitment and composi-
tion also reflect the gender-skewed management distribution in the 
Bank. A clear discrepancy appeared between what the Bank wanted 
to achieve with the interview guide that was put forward about the 
contextual points concerning the Bank’s internal organization through 
a semantic drift with the focus group interview participants’ own ar-
ticulations and perceptions concerning the gender-related and career 
conditions both internally and outside the Bank. Here, the stereotypi-
cal perceptions between the genders were established as common 
statements with the exception of the statement about support from 
the Bank, that was neither common nor specific to either gender. It 
is precisely in this spectrum of contextual and common statements 
that the Mixed Methods Research project rationale for the qualitative 
analysis methods in a research framework design was established. 
Qualitative analysis methods and design
KoKuProf identified stereotypical gender-related perceptions from 
their qualitative analysis of the data collection process (cf. the re-
search design), which were qualified in the Mixed Methods Research 
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project to enable the acquisition of knowledge about the gender dif-
ferentiation significance. The research design opens up opportunities 
for a number of qualitative analysis methods to clarify the gender 
stereotype as perceptions within the gender category (Højgaard & 
Søndergaard 2006 & 2009) where the visible and symbolic duality 
(Gherardi 1995) between genders became apparent (Mazzei 2009) 
in the interplay between the contextual and common statements - 
institutional and interpersonal respectively - in the focus groups. The 
statements were categorized by the genders’ perceptions of each 
other as managers and individuals). Within the institutional context 
gender differentiation with reasons (Højgaard & Søndergaard 2009) 
and the mutual gender positioning of each other were much high-
er for men than for women (Chase 1995, Staunæs & Søndergaard 
2005), as were the identity perceptions and positioning of themselves 
in relation to the opposite gender. This tendency developed rapidly to 
include common statements about female stereotypes that were not 
necessarily only about women in management, but also as individu-
als in the workplace at the Bank (e.g. that women have to be pretty, 
not obese, and can only be used for child bearing). The institutional 
gender differentiation of women by men was on a much more im-
personal level than the gender differentiation of men by women. On 
the contrary, the women’s perceptions of men are based on inherent 
factors. The interesting point here is that the perception of gender 
categories for both men and women only exist through the opinion-
content (Højgaard 2007). This is why we introduce the concept of 
gendered codes (Søndergaard 1996) within certain limited interpre-
tation frameworks (Haavind 2000). This can occur as a matter of 
course with gender segregation and be present in the form of opinion 
flows between the focus group participants themselves and with the 
moderator, who by the way was a woman. The interview guide intro-
duced by the moderator and the subsequent themes added by the 
focus group participants, were all introduced with gender significance 
for management as certain connotations with relevant descriptions 
(Clarke 2005). The activation of the gendered interpretation frame-
works depended on the intentions of the moderator with regard to 
the focus group participants’ responses. The gender-specific focus 
groups might have had an impact on the outcome of the gendered 
interpretation frameworks; for example, compared to a mixed gender 
focus group. Both male and female interpretation frameworks and 
mutual positions were enhanced by keeping the focus groups divided 
into male and female groups. Hence there are two dimensions of 
the focus groups that can be split up analytically; i.e. the relation be-
tween the parties (focus group participants and the moderator) and 
the knowledge and content that the qualitative analysis creates.
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Quantitative method approach
The Bank is experiencing an increasing need for new managers due 
to a generation shift within management. The challenge of recruit-
ing managers with the necessary qualifications and knowledge will 
persist. Apparently, men and women do not have equal opportunities 
to make a career in the Bank. Despite almost even distribution of 
men and women in the workforce, the gender distribution becomes 
increasingly uneven with upward progress through the management 
levels. The purpose with “Gender & Career” as a focus area is to 
release the management and work-capacity that resides in the em-
ployees, regardless of gender so that both genders have equal op-
portunities to make a career. Subsequently attracting, retaining and 
developing the potentials and competencies with both genders in 
the management recruitment and development process as well as 
with other career paths. Finally, more women are to be brought into 
management. The empirical, quantitative analysis (Malhotra & Birks 
1999) has to be conducted as gender-neutral as possible because 
the priority of knowledge and release of barriers for a management 
career for both genders are equally important. Men as well as women 
can be under-represented in management positions. The Bank has 
no defined goals about having equal gender distribution within the 
Bank, but does want men and women with interest in management to 
have equal access and opportunities for a management career. 
Research Questions
The purpose of the empirical, quantitative analysis is to create knowl-
edge about background and possible causes of the uneven gender 
distribution among managers in the Bank, and to form the basis for 
decisions about how the Bank must work with Gender & Career and 
target and prioritize initiatives, that can:
a support men and women’s career opportunities
b improve the accessibility of management positions for both gen-
ders equally
c make management positions attractive for both genders equally
The above mentioned problem background and purpose leads to the 
following two executive research questions, for the empirical, quanti-
tative analysis:
1. Why is the gender distribution of managers uneven in the Bank?
2. How can the Bank create equal opportunities for management 
positions, for both genders?
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Hypothesis formulation
The following hypotheses are put forward for the empirical, quantita-
tive analysis:
“Women are equally interested in management careers in the 
Bank as men are”. The management motivation has to be analyzed 
among men and women.
“Management positions in the Bank are equally attractive to men 
and women”. Whether or not management positions are more at-
tractive for men than for women has to be analyzed. Whether or not 
management positions are attractive at all has to be analyzed based 
on how the motivation of men and women respectively compare with 
regard to a management career; including how the two genders per-
ceive management from the masculine or feminine viewpoints in their 
own networks.
“Recruitment into management positions has influence on both 
management motivation and attraction in the Bank”. How the recruit-
ment into management position is conducted must be analyzed to 
determine whether or not the recruitment process is the same for 
both genders, i.e. is there a difference in how men and women are 
encouraged and lined up for a management career. 
“The uneven gender distribution increases as we ascend the man-
agement hierarchy”. Whether women lose interest for management 
at top level, or are having a harder time advancing than men, has to 
be analyzed.
“Men and women have different conditions for pursuing a manage-
ment career in the Bank”. Background variables, such as family and 
education, has to be analyzed.
No subsequent statistical hypothesis tests (Bagozzi & Baumgartner 
1994) have been made on the data. The hypothesis is only used in the 
methodic process of constructing the coming questionnaire. 
Questionnaire’s scope
Preceding hypotheses establish the background for the scope of the 
questionnaire to include the following subjects areas:
1. Network
2. Recruitment paths
3. Management attraction
4. Experience of barriers
5. Options for initiatives
6. Background facts
Based on the above-mentioned topics, the questionnaire is structured 
(Dillman, Sinclair & Clark, J. 1993) to make a survey in collaboration 
with the Bank’s HR-department.
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Data-collection and execution
The analysis is completed as CAWI (Computer Assisted Web In-
terview), where all of the Bank’s employees are invited to partici-
pate. The inspiration for choosing online research came from Ba-
tinic, Reips & Bosnjak (2002) and therefore other data-collection 
methods where not chosen (Grutt, Hansen & Jensen 1992). Inspira-
tion for arranging the web-based questionnaire came from Dillman 
(2000) and Witmer, Colman & Katzman (1999), and from Beistell 
& Nitterhouse (2001) for the question formulation. The answer cat-
egories were inspired by Albaum, Best & Hawkins (1977) with de-
termination of scaling (Coombs 1950, Taylor 1977) of ranked data 
(Bennet & Hays 1960). Multidimensional (Borg 1981, Carrol 1972) 
scaling methods (Green, Carmone & Smith 1989, Green & Rao 
1970, Kruskal & Wish 1978) were not used in the subsequent data 
processing (Miller, Shephard & Chang 1964) and technically neither 
were they non-metrical (Kruskal 1964).
The Questionnaire’s Structure
The reason for the uneven gender distribution must be investigated 
in certain contexts, where people in organizations are creating their 
own identity through behavior and strategies (Nkomo & Cox 1999). 
There will be gender-specific managerial jobs and career behavior 
as defined in ways that take a gender division of labor for granted 
based on to gender division of labor in the home (Holt 1994 & 1996, 
Højgaard 2002b). Explanations about gender, career and manage-
ment related to gender division of labor at home and transferred to 
the organization, and management culture and gender stereotyping 
that shape the social interplay inside the organization. 
Network
Are there any differences between the gender networks, i.e. are there 
two types of network influenced by gender; an exclusively male net-
work (“Huey, Dewey, and Louie”) that primarily acts as a career and 
information network, and one without men (“April, May and June”) 
that acts as socially supportive and confirming for women (Wald-
strøm 2006). Uniformity within a network strengthens the relation-
ships along with the mutual dependence and influence (Ibarra 1993), 
thus meaning that the network becomes a closed unit. The vertical 
gender work division in the management hierarchy in male networks 
increases. Thus, it must be determined if network has an impact on 
the possibilities for a management career and if the benefit of net-
working in the Bank is dependent on gender. 
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Recruitment paths
Is there a glass ceiling to the upper management levels for women; 
an invisible ceiling that prevents women from reaching the highest 
levels? Or are there glass walls or firewalls that exclude women from 
the male career paths, while men are not excluded from the wom-
en’s career paths (Bendl & Smidt 2005, Hebson & Rubery 2004)? 
Are managers recruited in a certain way, and are there differences 
in respect of gender? How quickly will men advance in comparison 
to women? Is the organization permeated by masculinity such as 
rational-logic, objectivity and analytical capacity for abstraction and 
planning, and the ability to disregard personal and emotional rela-
tionships, cognitive superiority at problem-solving and competitive 
orientation (Collinson & Hearn 1996, Wajckman 1998)? If this does 
not match the traditional female manager type, is it then more chal-
lenging for women to apply for a management job, i.e. does it affect 
the recruitment of women into management? 
Management attraction
Feminization of management puts greater emphasis on relationship 
skills, learning stimulation, use of intuition and emotional intelligence 
as management styles along with teamwork and coaching; all be-
ing inspired by caring competencies in the family (Hatcher 2003). 
Gender and management characteristics must therefore be mapped, 
i.e. how do men and women characterize themselves, and is there 
a difference between their responses? Likewise for management at-
traction and motivation. Do the management development programs 
in the Bank motivate differently according to gender? Is there a gen-
der difference related to motivation for a continued desire for a man-
agement position if once rejected? Is the top level of management 
equally attractive to both genders? Is the closest management layer 
also equally attractive? The value of prioritizing time with family and 
children has to be weighed against what the management position 
encompasses and reflects. What do the employees demand from a 
management job-holder? 
Management Motivation
Are men’s opportunities for advancement greater than women’s be-
cause men are more motivated, committed and focused on the work 
situation than women, or is it because women traditionally occupy 
already dead-end jobs where the opportunities for advancement 
and getting new job content are basically less (Kanter 1993)? Man-
agement motivation must therefore be examined in order to show 
any association with gender. There may also be other contexts than 
gender, e.g. whether seniority within the Bank has an impact on 
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interest in a management career. Whether age or a certain point in 
their careers is crucial for creating interest in management careers 
among dedicated female role models, or whether there is a link to 
an existing female manager. 
Experiencing Barriers
Are stereotypes about gender, where women as a minority in 
managers are systematically underrated, contributing to female 
employees having a token status (Newman & O’Brien 2004)? In 
other words do they become so visible and vulnerable to potential 
mistakes that they reduce their orientation in the organization and 
their opportunities for a careers on management (Csonka 1995)? 
This possibility must therefore be examined in order to identify 
gaps and obstacles to a management career in the Bank, and 
whether they are gender-based or not, i.e. there is a difference 
between an individual’s perceived characteristics of themselves 
and what they think management expects, and are the differen-
ces greater for women than for men? How do barrier-experiences 
compare by gender and also according to age and point reached 
in life?
Options for initiatives
Can initiatives in the Bank have a positive effect on the flexible work 
life for the two genders (Holt & Thaulow 1996, Ellingsæter 1998, 
Kvande 1999), or will this lead to intensification of work effort in the 
workplace and thereby problems with distancing work even more 
from family life (Hochschilds 1997, Sennett 1998, Cuilla 2000)? Or 
may the Bank’s initiatives offer both self-realization and the inten-
sification of work (Rasmussen 2004)? Which initiatives should be 
taken in relation to which of the factors affected by gender, age and 
interest in a management job, and which initiatives can work for 
promoting management careers in the Bank?
Background facts
Does gender have less importance to the adjustment of work and 
family life (Barnett & Rivers, 1996) or is the adaptation not gender 
neutral (Becker & Moen 1999)? Do women in the Bank experience 
every-day competition between the role of an employee and that 
of spouse and parent, and experience the male breadwinner-role 
as dominant (Milhie & Peltola 1999)? I.e. is the well-being of family 
life not important for male job satisfaction where the well-being of 
family life does affect female job satisfaction (Roxburgh 1999)? And 
is “space for adapting to family life” part of the work culture (Lie & 
Tungland 1994, Skjortnes 1994)? 
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These questions demand that information be obtained about bank 
employees related to gender segregation; i.e. where a management 
career has either been withheld or deselected because of time-con-
suming activities related to family and household matters compared 
to executive hours work in the Bank. And, do women “marry upwards” 
and / or is there room for two careers in a family with children, etc?
Implementation
In total 1,567 E-mails were issued online to all employees of the Bank 
on 11 June 2009 from Jysk Analyseinstitut A / S via Uni-C’s (Danish 
IT Centre for Development and Research) along with an invitation 
to participate in the analysis, with 24 June 2009 as the final deadline 
for reply. No random sample was taken (Assael & Keon 1982). All 
E-mails contained a link to activate the questionnaire. The ques-
tionnaire (Peterson 2000) was already pretested (Diamantopoula, 
Schlegelmilch & Wilcox 1994) on 5 of the Bank’s employees. On 
June 23, 2009, an E-mail reminder was sent to everyone who had 
not replied giving them the opportunity to respond up to and in-
cluding 30 June 2009. In total 1,118 valid responses were received 
representing a response rate of 71% (Groves, Cialdini & Couper 
1992, Yu & Cooper 1983). This is considered very satisfactory (Car-
rol 1994). There has not, therefore, been any subsequent weighing 
of the material in relation to the real structure and composition of 
the Bank’ organization. For the same reason, no dropout analysis 
(Assael & Keon 1982) was made. Due to limitation factors there has 
been no coding; hence the open reporting of responses. However, 
with regard to data reliability and the validity of the study a quality as-
sessment (Carmines & Zeller 1979) has been carried out in a Mixed 
Methods Research perspective. The reliability of data collection and 
data analysis concerns the credibility of the results, including defi-
nition of population, selection of sample, questionnaire, response 
options, response situation and apostasy, already commented. The 
validity relates to the continuity and inter-links throughout Mixed 
Methods Research project from problem formulation to the theory 
applied, as well as to the data collection method and the conclu-
sion. I.e. has the right measuring instrument been used in relation 
to the design of the reference framework for the Mixed Methods Re-
search project (Figure 4: Proflexion - Methodological considerations 
relative to Mixed Methods Research project structure)? Searches 
were made for causal relationships in the cross tabulations (Helle-
vik 1984) throughout the analysis, but no causal analysis (Magidson 
1982) and modeling (Blalock, 1971) was undertaken.
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Mixed Methods Research III
In the relationship between the qualitative study and quantitative data 
collection the main problem is that the data collection for the qualita-
tive part of the survey was conducted in the winter of 2006-2007, i.e. 
before the financial crisis, while the collection of data for the quantita-
tive part was made in June 2009, i.e. during / after the financial crisis. 
Thus, there is no explicit thematization and discussion of whether a 
slide may have occurred between the two periods as a result of for 
the sudden high unemployment in the industry that could have af-
fected perceptions of the theme being analyzed. 
Method - and data integration
As mentioned previously, method integration between the qualitative 
and quantitative study of the Mixed Methods Research project oc-
curred from a sequential design, where the qualitative survey results 
concerning men and women’s attitudes towards the management 
role, each other and themselves plus their experiences of career-
barriers, language inflections and identity perceptions have finally 
been used to formulate the questionnaire used for the quantitative 
survey. The identified perceptions of gender-related management 
and career-concepts from the qualitative study are put forward as 
research questions regarding gender imbalance and opportunities in 
the quantitative survey, and aim to study the subject via a hypothesis 
regarding interest in a management career, its attractiveness, recruit-
ment, management hierarchy, conditions and opportunities as well as 
differences in gender-related distribution of management jobs. Thus, 
the quantitative study is prepared based on the assumptions and 
conditions from the qualitative study via the hypothesis and presen-
tation of the questionnaire with additional theoretical and contextual 
aspects of the questionnaire development. These relate to identity, 
gender-related managerial jobs, career-enhancing behavior and gen-
dered division of labor - also in the home - and gender stereotypes 
within the themes of networks, recruitment paths, management at-
tractiveness, experiences of barriers and opportunities for initiatives, 
and background facts. 
Data from both the qualitative and quantitative parts of the study 
are not directly inter-linked. Data integration has proceeded in a man-
ner whereby the overall theory related to the existing empirical prior 
knowledge has been the link between studies of the qualitative in-
terview results quantified through the structure of the questionnaire 
with additional theoretical positions, and analyzed in the quantitative 
survey. There has been a time warp between the collection of quali-
tative data in the winter of 2006/2007 to the collection of quantita-
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tive data in the summer of 2009, when the KoKuProf research team 
examined the results of the qualitative data and first reported their 
findings to the Bank in early 2008. The original theoretical assump-
tions and arguments related to the different empirical parts of the 
Mixed Methods Research project (qualitative and quantitative) in an 
integrated design; proflexive in a dynamic looped process where the 
constant effort to improve the previous understandings of reality was 
incorporated into the reality that the Mixed Methods Research pro-
ject was entering, with further theoretical positions to the quantita-
tive questionnaire construction. Theory integration is carried out con-
secutively during both the qualitative and the quantitative findings. 
This premise should negate the time warp between the two empirical 
parts of Mixed Methods Research project. Conversely, one can ar-
gue that the financial crisis that had arisen in the meantime, had its 
impact on the interpretation of the quantitative analysis results, as it 
was a new reality in 2009, and that is precisely how proflexion as a 
new Mixed Methods Research paradigm discovers new findings in 
research. An example of this, which is also brought up later in the 
discussion section, and the other proflexive conclusions is that if the 
emphasis on female management becomes too strong it might sug-
gest what happened in the bank in the midst of the financial crisis in 
2009, may paradoxically lead to a segregation strategy for women 
in management, particularly in times of crisis, thus making possible 
the promotion of women into management. When women break the 
glass ceiling during times of crisis, they will be balancing on a glass 
cliff (Haslam & Ryan 2008) because the turbulence on one hand al-
lows for the participation of women in senior management and on 
the other hand, increases the likelihood of female career collapse. 
The thesis is that women, unlike men, are assigned to high-risk po-
sitions in which they are held accountable for things that would still 
have happened at a later stage in the financial crisis. When female 
management is prioritized, but opportunities for women in manage-
ment still do not appear in the midst of the financial crisis, either the 
above-mentioned will happen or female management will become 
more restrictive with less opportunity for advancement, authority, self-
determination and reward (Haslam & Ryan 2008). This side-effect of 
the financial crisis may lead to the softer person-related disciplines 
to be assigned to female managers, and core-business activities to 
male leaders, so that the female manager is installed in the role of 
Corporate Wife (Norlyk & Lundholt 2008).
Validity and reliability
During the great “quan / qual-war” in the 1980s and 1990s, method-
purists claimed that qualitative and quantitative methods could not be 
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united (Mixed Methods) due to the conflict (Brannen 1992, Tashak-
kori & Teddlie 2010) between the positivist and interpretivistic para-
digms. Even to this day, the debate continues vehemently between 
them. Mixed Methods emerged from this “quan / qual-war” as a new, 
third independent paradigm in social and human sciences that built 
on a method mixing validity problem (Creswell & Plano Clark 2011, 
Tashakkori & Teddlie 1998) with the design choice of both qualitative 
and quantitative methods in combination with a parallel, sequential, 
embedded or prioritized design integration (Creswell & Plano Clark 
2011, Plowright 2011, Tashakkori & Teddlie 2010) in a pragmatic 
way. This design integration discussion of qualitative and quantitative 
methods has not yet fully achieved integration with the overall theo-
retical approach (and already associated empirical prior knowledge) 
methodologically as in the Mixed Methods Research project; even 
with the additional theoretical positions to the quantitative question-
naire structure - and certainly not proflexive, integral data analysis 
and interpretation (Brewer & Hunter 2006) - and later in the Mixed 
Methods Research Project. Scientifically, we do not know much 
about how Mixed Methods Research integrates theory, methodology, 
analysis and interpretation of the terms in regards to consistency, 
quality and professional standards. The point here is how to proflex-
ively move between sub-studies. However, it is important to stay on 
top of the partial studies´ internal consistency, quality and profes-
sional standards. The Mixed Methods Research projects quantitative 
survey with regard to validity and reliability does exactly that. First, 
the questionnaire (Peterson 2000) was pretested (Diamantopoula, 
Schlegelmilch & Wilcox 1994), to validate it. Secondly, the reminder 
was published so that it was not only the employees initially con-
tacted that replied. Thus, a rather unusual and high (Carrol 1994) 
response rate was achieved (Groves, Cialdini & Couper 1992, Yu & 
Cooper 1983), which almost corresponds to a census of the entire 
Bank staff. Therefore, there were no sampling problems (Assael & 
Keon 1982) with corresponding statistical uncertainties on the study’s 
future performance. Conversely, no dropout analysis was conducted 
on the 29% of employees who did not respond to the questionnaire to 
see if these differed significantly in relation to the overall population. 
This was not deemed necessary because the data material composi-
tion of the 71% respondents and the profile analysis showed a clear 
structural similarity of responses on key criteria including the propor-
tion of managers relative to the management distribution in the entire 
population of the Bank (the Bank’s CSR Report 2009). Thus, the data 
did not need to be weighted compensate for any statistical uncertain-
ties from the survey results, as would have been the case had the 
data previously obtained been uneven relative to the total population 
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in respect of decisive criteria. Thus, the assessment is that the reli-
ability of the survey is high in terms of collection and analysis. The 
high response rate in itself should indicate that there was no impor-
tance with the Bank being the distributor of the study. The opposite 
argument can also be used; i.e. that so many employees chose to 
answer the questionnaire, because management would be able to 
identify who had answered and, not least who had failed to respond. 
That should not be the case because the respondents were guaran-
teed anonymity by the research institute and by the Mixed Methods 
Research project author. The Bank did not even have subsequent 
access to raw data (Persondataloven 2000), i.e. data for identifica-
tion of individuals in the study. Quality assessment (Carmines & Zel-
ler 1979) is still open in terms of validity of the study with regard 
to the Mixed Methods Research project from problem formulation to 
the theory applied to the data collection method and the conclusion 
(Campbell & Fiske, 1959, Denzin 1978), except that the question-
naire via the pre-test proved valid, which is a clear indication of high 
validity for the rest of the study. 
This parallel to method triangulation where content validity (Ru-
bio et al. 2003) along with existing associated empirical prior knowl-
edge stems from theoretical considerations in the Mixed Methods 
Research project’s consistency between operationalization, and later 
theoretical positions in the quantitative questionnaire structure for 
measuring Gender & Career is a quality requirement, except where 
the conceptualization of design choices (qualitatively and quantita-
tively) in Mixed Methods Research have not yet been identified in the 
research. But here in the Mixed Methods Research project a quality 
requirement is set for the integration methods. It is difficult to test 
content validity formally.
Method triangulation
Triangulation is often used in social science studies and follows the 
geometrical triangulation principle that enables you to define a third 
unknown point by projecting the directions of two known points to 
their point of interception. The validity of triangulation in the results 
of the Mixed Methods Research project is that the respective weak-
nesses of the different methods; i.e. that the qualitative survey re-
sults are only subjective and quantitative survey results only objec-
tive, can be used to compensate for each other. The epistemological 
thinking behind method triangulation in Mixed Methods Research 
project is that the aspects of the study that captured the attention 
of the Bank are the same qualitative and quantitative methods en-
capsulated in a single statement of ontological reality. Within Mixed 
Methods Research (Jick 1979, Gelbort & Winer 1985, Duffy 1987, 
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Morell & Tan 2009, Torrance 2012) method triangulation has been the 
correct method to use to increase the validity of the Mixed Methods 
Research project because several methods and studies increase the 
strength of scientific statements that are otherwise only used when 
separate analyzes of the same phenomenon are examined from sev-
eral different angles. Resistance to using method triangulation within 
Mixed Methods Research was raised in a scientifically methodical 
manner by a number method-purists (Lincoln & Guba 1985, Smith & 
Heshusius 1986, Guba 1990, Blaikie 1991), which led to the method 
triangulation being illustrated in scientifically methodical way over a 
period of thirty years by a number of methodological Mixed Methods 
Research scientists (Flick 1992, Moran-Ellis et al. 2006, Hammersley 
2008). This type of Mixed Methods Research is only based on design 
integration as a particular point of integration in the process of us-
ing qualitative and quantitative methods and is highly dependent on 
the a priori theory and post data integration through a stable study 
subject. In the triangulation’s method mixture, validity issues arise 
around the design, methodology and data integration being faithful to 
the theoretical basis of the Mixed Methods Research Project, and the 
additional theoretical positions in the quantitative questionnaire con-
struction. Validity issues will be addressed later in this Mixed Meth-
ods Research project on analysis and interpretation integration.
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Mixed Methods Research IV
How does a researcher compare and summarize the concepts that 
are placed centrally in the Mixed Methods Research Project, and 
how does the researcher explain the different interrelated themes? 
The account or analysis of the results is characterized by a serial 
presentation of tables complemented by short interpretations. This 
makes it difficult to create continuous coherent arguments and thus 
to follow the main argument. What is missing, in other words, is an 
overall analysis of the material with possible cohesive theory-sec-
tions on the concepts that places itself centrally in the Mixed Meth-
ods Research project, which would explain how the different themes 
are interrelated.
Analysis and interpretation integration
Over the past 20 years a consensus has been established in the 
Mixed Methods research paradigm around design integration (Fred-
eriksen 2013), i.e. typologies for various types of research problem, 
notation form, sequence, and priority designs of the individual sub-
studies in a Mixed Methods Research study. There has not been 
any similar research on how to reconcile the individual datasets in 
partial studies in an integrated analysis and interpretation. Planning 
of applying the Mixed Methods Research and especially its aim, i.e. 
research strategy, has had its focus on research design, and not as 
much on how the individual parts in a Mixed Methods Research pro-
ject tie into using the theory, analysis and interpretation framework. 
Design integration is only one type of research practice in the use of 
Mixed Methods Research and is not the only research practice that 
creates synthesis between individual research styles. Different ways 
of combining methods arise from combining the integration forms. An 
integration of integration forms is thus the argument for the current 
context of the Mixed Methods Research project. The Mixed Methods 
Research project’s integration of analysis is done through the dual 
process of analysis of the results from the qualitative study based on 
the quantitative survey, so that there is a re-analysis process across 
data sets (Cronin et al. 2008). Within the quantitative analysis of the 
Mixed Methods Research Project, there is further integration through 
a separate analytical procedure for cross-tabulation and thereby an 
increase of the validity of the individual quantitative study parts with 
respect to each other (Dixon-Woods et al. 2005), i.e. how the differ-
ent themes are interrelated. An example of this is the important point 
and interesting contrast that managers have the most children and 
at the same time assume that children and family are obstacles to a 
woman’s career. It is explained by the fact that it is the high propor-
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tion of male managers in the bank who have the most children. In 
Mixed Methods Research it is rare for analysis integration to take 
place (Bryman 2007) and ways for doing it still have to be developed. 
Bridging the gap from analysis integration is done by first spelling 
out the procedure, and by planning a cross tabulation followed by 
analytical sub-analyzes, i.e. crosstab in the Mixed Methods Research 
project, and then integrate the additional theoretical positions from 
the questionnaire structure, i.e. the comparative theory, which will be 
the foundation for interpretation integration. It is here, the analysis 
stops and the interpretation starts and the foundation of interpreta-
tion integration built around how the results of the partial studies can 
be related to the further theoretical positions from the questionnaire 
structure. And it is precisely here the understanding and meaning in 
analysis using interpretation integration (Erzberger & Kelle 2003, Del-
linger & Leech 2007, von Zweck et al 2008, Bazeley & Kemp 2012, 
Fielding 2012) can be seen. The integration of additional theoreti-
cal positions to the quantitative questionnaire with regard to building 
certain contexts, identity, gender managerial jobs, career-enhancing 
behavior and gender division of labor in the home as well as gen-
der stereotypes - occurred proflexively, data integral with the analysis 
and interpretation of the Mixed Methods Research project within the 
themes for the quantitative questionnaire on background facts, net-
works, recruitment roads leading attraction, experiences of barriers 
and opportunities for action - as an account of how they are linked in 
relation to the initial hypotheses with the matching theory in terms of 
the theoretical positions. The report will now be held up against the 
answers from the original hypotheses to give either a confirmation or 
denial of these proflexive in a dynamic loop, in yet another attempt to 
improve previous understandings of reality and fit into the reality of 
the present stage:
Hypothesis I
Hypothesis I: “Women are just as interested as men in management 
careers in the Bank”. Management motivation should be analyzed 
among men and women. The hypothesis is disproved by the follow-
ing explanation of the theoretical positions and the analysis results 
on the possibilities for initiatives for a management career because 
there was an actual difference, although an equal interest in a man-
agement career: Can the actions of the Bank have a positive effect 
on the flexible working life for the two genders (Holt & Thaulow 1996, 
Ellingsæter 1998, Kvande 1999), or will this lead to intensification of 
work effort in the workplace and even greater barriers arising from 
problems with family life (Hochschild 1997, Sennett 1998, Cuilla 
2000)? Or can the Bank’s actions offer both self-realization and the 
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intensification of work (Rasmussen 2004)? What actions should be 
directed towards which grouping’s effect on gender, age group, etc., 
and what measures does management use to promote careers in 
the Bank? 
Thus, there are a number of management career initiatives; i.e. 
the possibility of working from home, management development pro-
grams for employees who have doubts about a management career, 
talent development programs and offer of management networks, 
mentoring for executives, and succession plans at director level, all of 
which are things that the employees consider pertinent. There seems 
to be a clear gender difference in the perception of the effect of most 
of the initiatives. Possibility of part-time jobs as managers, special 
management training programs for women and offers of forums for 
exchange of experiences for women all matter to women. Similarly, 
the offer of forums for exchange of experiences for men appeal to 
the men. Back-to-job programs and requirements for both male and 
female qualified management candidates in the recruitment pool for 
a management position have a much smaller effect on men than on 
women in terms of making a managerial job more attractive to them. 
Finally, the possibility of working from home, and management de-
velopment programs for employees who have doubts about a career 
have a significantly smaller effect on men than on women in terms of 
managerial job attractiveness. Talent development programs and of-
fers of management networks also have a smaller effect on men than 
on women to make a managerial job more attractive to them. These 
differences, which are given as expressions of the employees’ own 
opinions are additional to the management career promoting factors 
identified in differences of gender in the Bank. Whether the actions 
of the Bank have a positive effect on flexible working according to 
gender, or whether this will lead to intensification of the work effort 
in the workplace and increased problems arising in connection with 
family life, the Bank’s actions, both in offering self-realization and the 
intensification of work, must be approached with care the Bank to test 
the management career promotion opportunities .
Hypothesis II
Hypothesis II: “A management position in the Bank is equally attrac-
tive to men and women”. Whether or not a management job in the 
Bank is more attractive to men than to women has to be analyzed. 
Whether or not management jobs in general are perceived as at-
tractive has to be analyzed to discover how motivated both men and 
women are in relation to a management career; including how the 
two genders perceive management from the male and female per-
ceptions in their networks. The hypothesis is disproved by the follow-
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ing explanation of the theoretical positions and the analysis results 
on the possibilities of networking, management attractiveness and 
motivation, because they suggest that the feminization of manage-
ment taking place in the Bank increases the attractiveness of a man-
agement job to women despite the vertical gender-related divisions 
in the management hierarchy of men in the network even when men 
make greater use of their network or have better opportunities to use 
it than women do. Gender and management characteristics have to 
be examined, i.e. how do men and women characterize themselves, 
and is this different according to gender? Similarly for the attractive-
ness and motivation of management positions at the closest level 
of management. What do employees themselves seek in terms of 
what they consider a management job involves? Is the top level of 
management equally attractive to both genders? It should also re-
veal if there is greater emphasis on skills related to the feminization 
of management (Hatcher 2003), i.e. inspiration drawn from, among 
other things, caring competencies in the family? Are men’s opportu-
nities for advancement greater than those of women because men 
are more motivated, committed and focused in the work situation 
than women, or is it because women traditionally already occupy 
dead-end jobs where the opportunities for advancement and get-
ting new job content are generally less (Kanter 1993)? Is there a 
difference between the gender networks; i.e. an exclusively male 
network (Huey, Dewey, and Louie), which primarily functions as a 
career and information network, and a network without men (April, 
May and June), which is mainly supportive, social and confirmative 
for women (Waldstrøm 2006)?
It is concluded that there is gender segregation within the Bank 
related to management attractiveness, motivation and management 
skills and that it is so strong that feminization of management seems 
to be a reality due to greater emphasis on attractive job conditions 
identifiable with feminization, than on creating job satisfaction, devel-
opment opportunities and recognition of capabilities, skills and quali-
fications of the male managers in the Bank. The same job conditions 
that the female employees themselves consider important in respect 
of their own jobs are those that both men and women are generally 
agreed on, and motivated by when a management job can be rec-
onciled with family life. However, men are generally more motivated 
than women by the more targeted job conditions of a management 
position and the related tangible benefits in terms of increased sal-
ary, benefits, prestige and status, while women are generally more 
discouraged than men by the negative sides of target-based man-
agement; i.e. the need to take tough decisions and deal with dif-
ficult staffing matters. The women believe to a greater extent than 
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men that the more targeted responsibilities like generating economic 
performance, business development and setting goals and policies 
should lie with the directors, while the men believe that the more tar-
geted skills like creating financial results and developing the busi-
ness should lie with the middle management. Thus, the women have 
tougher requirements than men for the directors than for middle man-
agers. The men, however, have more strategic, planning and vision-
ary demands for directors. The women have softer requirements for 
middle managers; i.e. motivating workers, interpersonal skills, having 
an overview and staying ahead. Thus there is largely a feminization 
of women’s demands for skills in top management. However, not with 
feminine competencies but rather with tough demands on masculine 
skills. There is also a high prevalence of the feminization of manage-
ment when more male than female managers consider that the “soft-
er” skills related to employee motivation, interpersonal competencies 
and employee development are among the most important skills for 
assessing a middle manager or a potential management candidate. 
The tendency in the results of the data suggests a clear division of 
both genders in the network in terms of using a male or a female di-
rector or middle manager in the network both within the Bank and out-
side. Uniformity in the network increases relations, interdependence 
and influence (Ibarra 1993), which may mean that the network is a 
closed unit, but where a greater use of the network is even more pro-
nounced among executives, the highest income earners, those with 
the longest education and most working hours; i.e. where men are 
already mostly dominant. The vertical gender division of labor in the 
management hierarchy in networks increases when the men make 
greater use of the network or have better opportunities to use it than 
women. The men ask for advice in their network more than women 
do. Women are more likely to ask their immediate supervisor for ad-
vice. Here, the men reach or pass the level of field director, i.e. men 
are able to operate upwards in the hierarchy simultaneously with a 
greater use of the network. With the top levels of the management hi-
erarchy where men are in the majority, those who would use external 
networks with directors do not move back down the networks again, 
and use of middle managers in external networks is infrequent.
Hypothesis III
Hypothesis III: “Recruitment into a managerial position has an ef-
fect on both the attractiveness of management and the motivation 
to apply for positions in management within the Bank”. How recruit-
ment for management jobs is done has to be analyzed to ascertain 
whether recruitment is the same for both genders, or if there is a 
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difference between how men and women are encouraged and lined 
up for a management career. The hypothesis was disproved by the 
following explanation of the theoretical positions and the analysis 
results related to management career and recruitment, as well as 
to experiences of barriers. Because recruitment clearly has no influ-
ence on either motivation towards or attraction of management jobs 
to women: Does the organization permeate the Bank with masculine 
features such as rational-logical objectivity and analytical capac-
ity for abstraction and planning, the ability to ignore the personal 
and emotional issues or cognitive superiority at problem solving and 
competitive orientation (Collinson & Hearn 1996, Wajckman 1998)? 
If this does not correspond to the traditional female manager type 
it becomes difficult for women to seek a management position; i.e. 
does it affect the recruitment of women into management? Are stere-
otypes about gender and women as a minority in management sys-
tematically underestimated, thus contributing to female employees 
receiving only token status (Newman & O’Brien 2004)? And does 
this make them visible and vulnerable when they make mistakes? 
Does it lessen their orientation in the organization and reduce their 
opportunities to make management careers (Csonka 1995)? What 
are the gaps and barriers in the management career opportunities 
in the Bank, and are they gender-related; i.e. is there a mismatch 
between the perception of one’s own capability and what one thinks 
that management expects - and is there a greater difference for 
women than for men?
Managers at the Bank are recruited differently in that there are 
gender-related differences where women are encouraged and urged 
to be recruited, or to advance in their management careers. If there 
is a glass ceiling to management levels for women in the Bank; an 
invisible ceiling that prevents women from reaching the top levels of 
management, it cannot be based on the Bank’s objective and desire 
to bring women into management. Nor are there glass walls or fire-
walls that exclude women from men’s career paths while men are 
not excluded from women’s career paths (Hebson & Rubery 2004, 
Bendl & Smidt 2005). In that case, the only consequence would be 
occupational segregation in the networks where men exclude wom-
en from their networks. But even there it was the opposite; i.e. that 
women exclude men from their networks. The reason may be that 
when more women than men have been encouraged to apply for 
a management position, women will not be invited and, therefore, 
have to take the initiative themselves to seek a management job. 
There are still fewer women than men who have taken the initiative 
to become managers themselves. This difference in interest is also 
handled in hypothesis I. 
67
Men experience the following to a lesser extent than women as 
potential barriers to a management career: 
- Maternity leave, informal recruitment paths and geographical dis-
tance between work and home, lack of networks, difficulties in rec-
onciling a management career with family life, and prioritization of 
leisure-time activities as potential barriers to a management career. 
Men experience the following conditions to an even lesser extent 
than women as possible barriers to a management career:
- Spouse working and spouse’s career, parents with children, lack 
of personal visibility to management, not being encouraged to take 
a management career by immediate supervisor, lack of career plan-
ning and prioritization of time for family and children, the requirement 
to reside in the relevant local area and to relocate as required by 
managerial jobs. 
Men experience the following to a much lesser extent than women 
as potential barriers to a management career: 
- Having previously worked part-time, lack of confidence, lack of 
professional qualifications, skills not matching requirements listed on 
job description and lack of managerial experience. 
That the differences in the Bank are gender-related seems quite 
logical when the specific differences are also prevalent among direc-
tors, management, the highest paid and most highly educated and 
those who work most; in all of which men are dominant. Therefore, 
one can immediately deduce that there is a mismatch between what 
women experience as the barriers and what the management, mostly 
made up of men, expects women to experience as barriers. Whether 
women in the Bank have been given token status or not is uncertain, 
but it could appear so from the modulation of gender differences in 
relation to experience of barriers where disparities are greatest and 
are mostly experienced as barriers by women; i.e. lack of networks, 
not being visible to management and lack of self-confidence.
Hypothesis IV
Hypothesis IV: “The uneven gender distribution increases as we 
ascend the management hierarchy”. It should be analyzed whether 
or not women lose interest in management at the top levels, and 
whether or not women find it more difficult to advance than men. The 
hypothesis is confirmed from the following explanation of the theoreti-
cal positions and the analysis results background facts, because the 
uneven gender-related manager distribution actually increases, the 
higher one goes in the management hierarchy. Based on the theo-
retical positions and the subsequent questions in the questionnaire, it 
was examined whether gender is less important to the reconciliation 
of work and family life (Barnett & Rivers 1996) or if such reconcilia-
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tion is not gender neutral. (Becker & Moen 1999)? Do the women in 
the Bank experience daily competition between the roles of wage 
earner, wife and mother? Do men experience the role of bread-win-
ner as dominant (Milhie & Peltola 1999)? Is contentment with family 
life important to men vis à vis the woman’s job satisfaction (Roxburgh 
1999)? Is space for adapting to family life part of the work culture (Lie 
& Tungland 1994, Skjortnes 1994)?
A great deal of information has been collected about the Bank’s 
employees that should be seen in the context of gender segregation. 
When an entire 78% of the closest managers are men, women in 
management are clearly underrepresented by comparison. An expla-
nation was sought for this gender anomaly among the employees’ 
own views. Some clear trends emerged regarding the gender-relat-
ed management anomalies pointing in the direction of some kind of 
elimination race between men and women in the Bank, where on the 
one hand have more children the higher education and the higher 
up in the management hierarchy one goes, and where there are al-
ready significantly more men than women, and on the other hand 
where a woman who has more children, the less educated she is 
and the lower her job position within the hierarchy. There are already 
more female employees than male employees with children, and also 
more of them. There are more single female parents than single male 
parents in the Bank, where the children do not always stay with the 
single parent. When there are significantly more male than female 
managers and by far the majority of cases the children are always 
at home with a manager compared to a non-manager, with a higher 
educated than with a lower educated, with a manager in a relation-
ship compared to a manager not in a relationship and with a higher 
than a lower income, this indicates that a male manager in the Bank 
with a high income and high education is the primary breadwinner in 
the home. Room for career at the expense of time with the children is 
handled in turn by the partner at home. The causes of gender and ca-
reer gaps at work may be found in the employee’s support at home. 
Conversely, the employee’s partner’s management career can also 
contribute to the gender gap in the Bank.
It is significant that male employees have taken less leave than the 
female employees. With a higher education, higher wages and more 
hours of work the desire for leave seems to lessen, but where em-
ployees with lower education and earnings who work only the hours 
necessary, there is a tendency for them to take more leave if their 
spouses with higher education, earnings and working hours can also 
afford to finance their partner’s leave. Gender segregation in man-
agement recruitment can be even more pronounced if the female 
management aspirant does not have a male compensator at home 
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with respect to any possible future parent leave. Significantly more 
male than female employees do not believe that leave has influenced 
the work situation. Therefore, there is an overall gender segregation 
that influences the work situation of women than that of men. The 
same trend applies where leave impacts the work situation more if 
one’s manager is a woman rather than a man. The reinforcement 
of gender segregation is even more pronounced in the Bank when 
the immediate superior’s gender, to a relatively large extent can in-
fluence whether leave is taken or not. However, leave does not af-
fect the work situation for as many employees where the spouse can 
compensate with a higher income, higher education and more work-
ing hours. In addition to the gender-difference there is also a natural 
difference that affects the work situation depending on whether or not 
the employees are managers, since the majority of managers in the 
Bank are men. Again this reinforces the perception of gender seg-
regation that leave has a lesser effect on the work situation for men 
than for women.
The men are far better educated than women. At director level 
more than anywhere else in the Bank there are more people with 
a higher and longer education. These educational factors yet again 
reinforce gender segregation in the management of the Bank where 
men are already over-represented compared to women. The female 
partner of a man with a higher and longer education also tends to 
have a higher education; although possibly shorter. Thus, all other 
things being equal the male employee pulls his female partner up 
the ladder with him as far as education and salary are concerned. 
The spouses of younger employees with young children tend to keep 
pace with each other with respect to education and salary and this 
tendency seems to become more pronounced the further up in the 
management hierarchy they go. If this is also the case outside the 
Bank, the well-educated and higher paid men and women will togeth-
er create a social elite in the form of gender equality in the home. The 
male employees work more than the females; especially the ones 
with high education and salaries. In management, where the major-
ity are men, they also work more. The younger employees with less 
seniority work longer, but where they have small children they don’t. 
Neither do they where the immediate superior is female. Apparently 
there are some female values that counteract the male expectations 
to work more and the result can be directly opposite to what should 
normally be expected. 
Thus, gender segregation operates on two fronts; at work and also 
at home, where the effect can be to reinforce gender segregation 
at work. The partners of men work far less than those of women. 
Significantly more of the partners of men are part-time compared to 
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the partners of women. Once again there is reinforcement of gender 
segregation in the Bank, where it is easier for the male staff in the 
bread-winner role to work more when their partner has correspond-
ingly more time to take care of the duties at home. The same is true 
in management, where men are in the majority. The men also have 
higher salaries than women except where women hold specialist po-
sitions. No unique conditions are immediately obvious to explain why 
men should have higher salaries than women other than higher edu-
cation. Gender segregation is especially pronounced in the salary 
differences between man and women. More employees subordinate 
to a male manager get a higher salary than employees subordinate 
to a female manager while at the same time the female employees’ 
partners are generally better paid than the male employee’ partners. 
These differences in earnings between male and female employees 
on the one hand, and in the earnings of male and female employees’ 
partners on the other hand lead to a self-perpetuating gender segre-
gation. High incomes cloud gender segregation in the homes of “the 
elite”, where both partners have a very high salary, or are supported 
in terms of pay, when the highly paid male employee (normally also 
manager) has a partner with a much less pay, or when the low-paid fe-
male employee at home also has a partner with a much higher salary.
Hypothesis V
Hypothesis V: “Men and women have different conditions for making 
a management career in the Bank”. Background variables such as 
family and education have to be analyzed. The hypothesis is con-
firmed by the following explanation of the theoretical positions and 
the analysis results within the continuation of background facts, be-
cause men and women have different conditions related to the pos-
sibilities for a management career: The question now is whether the 
allocation of tasks in the home leads to gender segregation at work, 
i.e. whether gender has any effect on the harmonization of work and 
family life (Barnett & Rivers, 1996)?
Generally there are more female than male employees who per-
form household chores like shopping, cooking, cleaning and doing 
the laundry. If one doesn’t do these chores oneself, it is usually one’s 
female partner at home who does them. This tendency is more pro-
nounced among the employees with higher seniority; i.e. men doing 
these chores less than women may be age-related. There appears to 
be another trend; where the manager is a woman more employees 
perform the household chores themselves compared to situations 
in which the immediate superior is a man. The higher the income, 
education and hours of work one has, the less one gives time to 
household chores, in which case the partner at home does them. The 
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opposite trend appears if one’s partner has a higher income, educa-
tion and more working hours. It is also clear that if one is a man-
ager or interested in becoming one, or getting more management 
responsibility, one also does fewer domestic chores. To a very high 
degree gender segregation is more obvious at home when women 
handle the domestic chores, but that also occurs at the expense of 
the gender-equality at work, where it leads to self-reinforcing gen-
der segregation. Thus, the female staff and female partners take on a 
much bigger burden of domestic chores in order to relieve the men at 
work with their higher incomes, education, working hours and senior-
ity - and in management. There also seems to be a gender-based 
and classical division of household chores with the inside jobs be-
ing undertaken by women and the outside jobs by men, generally 
seeming to apply to gardening. However, there is a tendency towards 
an uneven distribution of chores between the partners where one 
is a manager and, in such case the other partner does the garden-
ing. Chores associated with having children seem to be handled 
much more in balance with the domestic gender segregation among 
younger employees. However, with regard to the duties associated 
with having children there is much greater gender equality among the 
younger employees, although it seems to be the women who spend 
more time actually looking after the children; i.e. getting them ready 
in the morning, looking after them when they are ill, and helping them 
with homework. This leads to a reinforcement of gender segregation 
work; i.e. on the one hand there is a tendency towards an equitable 
balance in gender terms to taking the kids to daycare in the morning, 
and on the other hand an uneven distribution with respect to picking 
up the kids in the afternoon so that the men can get to work and re-
main working.

73
Mixed Methods Research V
How are results and reflections in the Mixed Methods Research pro-
ject summarized properly into a conclusion that also includes an ex-
plicit collection of, and reflection on the Mixed Methods Research 
project’s own method: - proflexion? Besides, there should be more 
room for a Mixed Methods Research project, to develop a proflex-
ion method through empirical studies that include a proper presenta-
tion and explicit collection of, and reflection on this new approach. In 
other words the contribution to methodology should be more clearly 
profiled as a new Mixed Methods Research paradigm.
Proflexive integration (Summary)
It is the necessary theoretical links within the Mixed Methods Re-
search project area that are used to highlight the methods used on 
the study subject; i.e. the Bank. The answer to the main problem, 
which is already in the Mixed Methods Research project area, and 
the three sub-problems that together form the theoretical assump-
tions, arguments and empirical prior knowledge from which links 
emerge to the Mixed Methods Research project’s empirical parts. 
Thus, the theoretical assumptions, arguments and prior knowledge 
relate to different empirical parts of Mixed Methods Research pro-
ject (qualitative and quantitative) within an integrated design. From 
the theory, arguments and the already incorporated prior empiri-
cal knowledge a description of the study objective emerges in the 
qualitative study with the identification of a number of gender-related 
and other career structures. A number of questions arise from these 
identified structures and are formulated as research questions about 
gender-related gaps and opportunities. They are addressed in the 
quantitative study of the Bank through the career hypotheses on in-
terest, attractiveness, recruitment, management and opportunities 
as well as differences in gender-related management distribution. 
The quantitative study is thus evolved using the assumptions and 
conditions taken from the qualitative study via hypotheses and pres-
entations on the construction of the questionnaire and the answers 
to implicit research questions about identity, gender-related mana-
gerial jobs, career-enhancing behavior and gender-related divisions 
of labor both at work and at home. Also addressed are gender ste-
reotypes within themes about networks, recruitment paths, manage-
ment attraction, experiences of barriers and opportunities for action, 
and background facts involving further theoretical positions under 
the actual structure of the questionnaire.
The data integration has proceeded so that the theoretical as-
sumptions, arguments and prior knowledge have formed the link 
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between the study’s components with the qualitative interview re-
sults quantified by constructing the additional theoretical positions 
from questionnaire responses, and analyzed in the quantitative sur-
vey. The Mixed Methods Research project’s integration of analyses 
works through the dual process of analysis of the results from the 
qualitative study (based on the quantitative survey) to provide a re-
analysis process across data sets. Within the quantitative analysis 
of the Mixed Methods Research project, additional integration oc-
curs through cross-tabulation. The link from analysis integration is 
facilitated via an explicit procedure, i.e. the cross-tabulation plan 
analytically monitoring the sub-analyzes and then integrating the 
additional theoretical positions arising from the questionnaire con-
struction and which will be the foundation for integrated interpreta-
tion. Both the analysis and the integrated interpretation of the Mixed 
Methods Research project are completely dependent on the former 
scientific method and methodology, theory and design integration 
and their implicit relationships. These relationships are expanded 
at the end of the Mixed Methods Research project by putting them 
into perspective with the involvement of other research, along with 
recommendations to the Bank based on the final proflexive conclu-
sions on the research questions, which also evolves into an explicit 
presentation and profiling of a dedicated methodology contribution 
to a new Mixed Methods Research paradigm.
Proflexive conclusions
The research questions were: 
1. Why is the gender-related management distribution uneven in the 
Bank?
2. How can the Bank create equal management career opportuni-
ties for both genders?
The reasons need to be sought in specific contexts, where people 
in organizations help to create their own identities through their own 
behavior and strategies (Nkomo & Cox 1999). Gender-specific man-
agerial jobs and career-promotional behavior was identified, defined 
in ways that take a gender-related division of labor for granted and 
were based on the gender divisions of labor in the home (Holt 1994 
& 1996, Højgaard 2002). Explanations of gender, career and man-
agement related to gender-related divisions of labor in the home, are 
projected into the organization, its management culture and gender 
stereotypes that shape the social interactions within the organiza-
tion. The original research question is concluded now with the most 
important results, contributions and reflections being summarized in 
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the specific contexts of identity, gender-related management jobs, 
career-enhancing behavior and gendered divisions of labor, also in 
the home, as well as gender stereotypes from other research that are 
provided along with recommendations to the Bank:
Research Question 1: Why is the gender-related 
distribution of managers uneven in the Bank?
The causes of gender-related career differences at work can be 
traced back to the support received from partners at home. The neo-
classical human capital theory (Becker 1971) on knowledge, social, 
motivational and talent resources in a performance based hierarchy, 
alone cannot explain the resource differences that arise between 
male and female managers in the Bank. Because conversely the 
employee’s partner’s management career is also thought to contrib-
ute to the gender differentiation in the Bank. It is not only the female 
employee’s own career-enhancing choices that affect her advance-
ment or regression, depending on their own merits (Kolb et al. 2003) 
that lead to a management position, because gender segregation 
in management recruitment may be even more pronounced if the 
female management aspirant does not, for example, have a male 
compensator at home; i.e. to help with potential parental leave in 
the future (Bloksgaard 2009). Gender segregation operates on two 
fronts; life at work and personal life. The second can reinforce gender 
segregation in the first, where the male employee’s career opportuni-
ties increase significantly but there is no equivalent effect on the fe-
male employee’s career prospects (Bell et al. 2008). Men’s partner’s 
work far less than women’s partner’s. The men also have higher sala-
ries than women and women can only match them salary-wise when 
they hold specialist jobs. Gender segregation is supported at work in 
terms of salary when the highly paid male employee (normally also 
a manager) has a partner at home with a much smaller salary or, 
the low-paid female employee has a partner at home with a much 
higher salary. Gender segregation is further enhanced by the hard 
as iron genus law (Hirdman 1990), which arises from the fact that the 
salary level decreases when female employees are integrated into 
the male-dominated areas of employment (women come up against 
the “glass ceiling”), but conversely increases when male staff are 
integrated into female-dominated areas of employment (men take 
the glass elevator). This just may be the reason for the exclusion of 
women from top management; i.e. because they would threaten the 
status of management positions and the ranking of male managers 
(Billing 2005, Fine 2010).
Generally, far more female than male employees are charged with 
household chores like shopping, cooking, cleaning and doing the 
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laundry. Gender segregation is particularly true at home, where to a 
much higher degree it is women who take care of domestic chores. 
Thus, the female staff and female partners take on a heavier burden 
at home in order to relieve the men at work with their higher wages, 
education, working hours and seniority - and in management. This is 
the same as an unbalanced advancement opportunity (Holt 1994) for 
female employees. The structure and behavior patterns at home and 
in the family thereby impede women’s career opportunities (Lenger-
mann & Niebrugge 1996). It also suggests that women take care of 
the children, with the associated chores such as getting them ready 
in the morning, look after them when they are ill and giving them 
homework. Perhaps the women don’t want to relinquish their per-
sonal care of the children (Bech 2005). There is a self-reinforcing, 
gender-segregation effect at work; i.e. on the one hand a desire to 
balance equality at home while, on the other hand maintaining an un-
even distribution of labor at home so men can be more available and 
more involved at work. This can be due to the double exclusionary 
effect that women will not give enough space to men in the areas of 
domestic care (Hestbæk 1995), thus excluding men from taking over 
the females domestic domain and thereby minimizing the woman’s 
opportunities at work.
The distortion of gender representation in the vertical division of 
labor in the management hierarchy increases when men make great-
er use of their networks, or have better opportunities to use it than 
women. More men than women seek advice from their networks, 
while women are more likely to seek advice from their immediate 
supervisor. Men are also more likely to seek advice or influence at 
a higher level in their networks, for example right up to field director 
level, i.e. men seem more easily able to communicate at all levels in 
the hierarchy as well as making more use of their networks than do 
women. Once one reaches the senior levels of management, where 
men are in the majority and often like to use external networks with 
help from directors, one doesn’t network downwards again. In this 
way, men skip over the middle managers and do not even bother to 
ask for advice at the lower levels of their networks once they have es-
tablished a direct line to the upper echelons of management. Women 
more often refuse to make use of male directors in networks outside 
the Bank, and nearly twice as many women as men refuse to make 
use of male directors inside the Bank. Men exclude women from their 
networks, and women exclude men from their networks. If there is a 
glass ceiling to management levels for women in the Bank; an invis-
ible ceiling that prevents women from reaching the top levels of man-
agement, it cannot be based on the Bank’s recruitment objectives 
and intentions, and nor can it be based on glass walls or firewalls that 
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exclude women from men’s career paths while men are not excluded 
from women’s career paths (Hebson & Rubery 2004, Bendl & Smidt 
2005). Therefore, this can only be attributed to gender segregation 
in the networks, where men exclude women from their networks. But 
even here it was revealed that women also exclude men from their 
networks to at least the same extent. 
Even where the reason could be that more women than men were 
encouraged to become managers but did not want to be encouraged 
and insisted only on pursuing a management career when and if they 
want to, there are still fewer women than men who actually want to be 
managers. When management careers become available to women 
based only on achievement and resources, the artificial differences 
are eliminated and the path to management is opened only for those 
women, who actually want to be managers. The number of female 
managers will increase when the number of female employees with 
the right qualifications increases. Nomination of the right person for 
a management position will depend purely on individual merits and 
professional qualifications and not on gender. But the question will 
still remain as to whether all of the opportunities have been opened 
for women to compete for management jobs on equal terms with 
men. Because if the emphasis on feminism becomes too strong, 
which seems to be the case right now in the Bank, this may paradoxi-
cally lead to a segregation strategy towards women in management, 
especially during times of crisis that normally facilitate female promo-
tions. When women break through the glass ceiling in times of crisis 
they balance on the glass cliff (Haslam & Ryan 2008) because on the 
one hand the turbulence allows the participation of women in senior 
management but on the other hand increases the probability of fe-
male careers collapsing. The thesis is that women, unlike men, are 
assigned to high-risk positions in which they are held accountable for 
things that would happen anyway at a later stage in the crisis. When 
feminine leadership is prioritized but the opportunities for women in 
management do not appear, either the above-mentioned could hap-
pen or female management positions could become more restrictive 
with reduced opportunity for advancement, authority, self-determina-
tion and reward (Haslam & Ryan 2008). Finally, the soft humanistic 
disciplines are assigned to female managers and core-business ac-
tivities to male managers so that the female leader is installed in the 
role of Corporate Wife (Norlyk & Lundholt 2008).
Feminization of management seems to occur with the integra-
tion of feminine values in to a more collaborative management ideal 
(Helgesen 1990). Because greater emphasis is put on job conditions 
that are more attractive to females, such as creating job satisfac-
tion, security, education opportunities and recognition of personal 
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abilities and qualifications. All of these are important to both male 
and female managers in respect of their own jobs. Both men and 
women largely agree on that, and are motivated by managerial posi-
tions that are compatible with family life. Although men are generally 
more motivated than women by management positions that are more 
goal oriented and with the benefits they bring in terms of increased 
salary, fringe-benefits, prestige and status, while women are gener-
ally more discouraged than men by negative aspects of the goal ori-
ented management style; i.e. the need to take tough decisions and 
having to cope with difficult staff problems. This motivational differ-
ence between the genders may be due to the dominant masculine 
structural hierarchy in the Bank with formal rationality, regulation and 
procedural orientation (Ferguson 1984) that leads to a subtle pattern 
of systemic disadvantage articulated by hierarchical gender relation-
ships universally which block female career advancement, except for 
only relatively few women. (Meyerson & Fletcher 2000).
The gender difference is particularly big when it comes to percep-
tion of competencies by the employees, because women tend to think 
that the more focused skills: i.e. generating economic results, devel-
op business and setting goals etc., should lie with the directors, while 
the men tend to think that those skills should lie with middle man-
agement. The women, therefore, to a greater extent than men are 
more demanding to the directors than to the middle managers and 
believe that a woman cannot aspire to a director’s position without 
first having acquired management and business related experience. 
That self-same perception should also occur naturally to those wom-
en who believe in the use of female quotas for positions on boards of 
directors solely for the sake of having quotas. The men make more 
strategic, planning and visionary requirements for directors, while the 
women make softer demands on middle managers regarding inter-
personal skills, having an overview and staying ahead. Thus, there is 
a significantly high degree of feminization in the women’s demands 
for skills in top management but it does not come out as feminine, but 
rather with tough requirements for what they perceive as masculine 
skills. It is classical transaction management based on hierarchy and 
control. Thus, there is a paradigm shift from traditional transaction 
management to transformational management when the demands 
that female employee’s make on themselves are much softer: i.e. 
having teamwork skills, being ready for change, self-awareness of 
one’s own strengths and weaknesses, and the ability to be caring and 
precise are all included among the most important skills. These skills 
are meritorious for the slightly more female management ideals such 
as team management, dialogue-based management, self-manage-
ment and appreciative management; also known as transformational 
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management (Fletcher 2002). There is also a high degree of alterna-
tion of the feminization of management where diversity facilitates in-
novation, i.e. innoversity (Justesen 2007) in which diversity in gender 
generates dynamism when more male leaders than female leaders 
believe that the softer skills of motivation, teamwork and employee 
development are among the most important when assessing a mid-
dle manager of a candidate for management. Again, there is a para-
digm shift in which diversity in the linkage between gender diversity 
and performance can be recognized in the way that women make 
tougher demands and the men softer demands on management. 
Thus, a new hegemonic management ideal is being formed but this 
time with a feminine slant (Billing 2011). The male leaders thus take 
over the current femininity and use it as a modern and contemporary 
form of management while the traditional masculine management at-
tributes continue to dominate the top executive level in the Bank, and 
are even applauded by the female staff. The so-called Wollstonecraft 
dilemma (Dahlerup 2003) occurs here when the break occurs be-
tween the male management position and the female participation 
simply creates the masculine norm for management.
That the differences in the way barriers are experienced in the 
Bank are gender specific seems immediately logical, because they 
are all apparent within the directors, the management, the highest 
paid, the highest educated and those who work most hours all of 
being men. Therefore, one can immediately deduce that there is 
a mismatch between the experience of what the women’s experi-
ences of the barriers are, and what the management, which con-
sists mostly of men, should not expect to experience as barriers to 
the same extent. Apart from the graduation of gender differences in 
the way barriers are experienced and where the greatest differences 
are experienced by women; i.e. lack of networks, lack of visibility of 
oneself to management, and lack of self-confidence could indicate a 
token status. When women in management in the Bank are already 
so poorly represented they appear very visible as trophies of men in 
management, and better judged as female stereotypes than by their 
individual management attributes. As previously mentioned, and with 
the Wollstonecraft dilemma in mind, the men’s standards for qual-
ity and management experience become the women’s Achilles heel 
translated into their own perceptions of these barriers. 
Research Question 2: How can the Bank create equal op-
portunities for management positions, for both genders?
The material composition and profile analysis revealed some sig-
nificant structural gender differences in relation to the management 
of the Bank, where the immediate superior’s gender is male in most 
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of the cases. If the individual’s merits, and professional skills are 
vital to a management position in the Bank, gender should be irrel-
evant. The ideal must therefore be a gender-neutral meriting system 
to which everyone has equal access as long as they have the nec-
essary competences. In the qualitative analysis perspective ques-
tions are not asked in a way specific to any given gender-specific 
understanding but rather address the actual diversity of understand-
ing that characterizes the Bank. Even so, these should facilitate a 
meritocratically based allocation of management positions to those 
best suited to manage the Bank. The reproduction of gender stereo-
types creates self-fulfilling prophecies (Fine 2010), where the cultur-
ally constructed gender differences should be eroded as they are 
perceived cognitively as products of behavior and thought springing 
from biological truths (Nielsen & Lorentzen 2007). The Bank should, 
therefore, first and foremost work towards deconstruction ambition 
in the formulation of their basic values in order to remove truisms in 
gender concepts that are taken for granted. But women in the Bank 
evidently take up management careers later than men, probably due 
to the delayed start-up of family leave, etc. One can therefore say 
that inequality of opportunity leads to the unequal exploitation of the 
talents of female managers. Female managers in the Bank also gen-
erally have lower educational achievements and salaries than male 
managers. In addition to a resource-based approach for the effective 
utilization of all of the Bank’s employees the Bank could also benefit 
from value-based human resource management and development 
(Alvesson & Billing 1997).
Competence and experience imbalance between the genders 
(Berneke 2010), is particularly obvious when female managers in 
the Bank generally have a shorter work week than male managers 
because they probably cannot subliminate the maternal role and in-
timate power in the home (Bech 2005), where women also have a 
responsibility for releasing their hold on the man (Hestbæk 1995). 
When women first become managers there is no difference in man-
agement style compared to men (Dobbins & Platz 1986, Bass 1990, 
Eagly & Johnson 1990). The men are far better educated than wom-
en. There are more at the executive levels than anywhere else in the 
Bank with higher and longer further educations. The objective of the 
Bank must be to rectify the educational deficits of women in readi-
ness for management positions. This means that in order to increase 
the number of women in management positions they must offer the 
possibility of external management training. Whether the female staff 
solve their individual problems themselves (Bom & Bjerke 2002) and 
keep their own gender separate after obtaining a management po-
sition, just as the men exclude women out, or the female employ-
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ees choose to join forces in strategic women’s networks and use 
them like men do, the Bank’s aim must be to increase the supply of 
women for management positions in the Bank and the means must, 
therefore, include the creation of mixed-gender mentoring / coaching 
schemes and internal networks.
Managers in the Bank are recruited differently. Differences in gen-
der are created by attempting to emphasize the recruitment of wom-
en who want to advance in their management careers more than is 
the case for men. The goal must be to increase the supply of women 
to management positions, but it is not successful in getting the fe-
male staff to apply for management positions. The means to increase 
the number of women in management positions must, therefore, be 
management education and talent programs specifically for women 
initiated by the Bank. There seems to be a clear difference in the 
perception of the impact of most of the initiatives in which women 
more than men see potential for management career promoting fac-
tors; possibility including part-time jobs as managers, special man-
agement programs for women, offer of experience-exchange forums 
for women, back-to-job program and requirements for both male and 
female qualified management candidates in the recruitment pool for 
a management position, and the possibility of working from home, 
management development courses for employees in doubt about a 
management, and career and talent development programs plus of-
fers of leadership networks. Whether the initiatives in the Bank can 
yield a positive effect on flexible work life or it will lead to an intensi-
fication of the work effort in the workplace, thus creating problems in 
harmonizing the work and family lives, or whether the Bank’s initia-
tives can offer self-realization and an intensification of work, must be 
revealed by generating management career promotion initiatives by 
the Bank. However, the question is whether the Bank’s initiatives will 
manage to end the double bind situation (Bourdieu 1999) that the 
female staff are in when on one hand they lose their feminine man-
agement characteristics in their attempts to advance on the premises 
of the men, and on the other hand act in accordance with the mascu-
line values  with the necessary clout and initiative that may risk being 
marginalized as bitchy, aggressive and uncooperative (Meyerson & 
Scully 1999). Because if it is an imitative strategy for the female staff, 
which will be applicable to solve the dilemma, there will be no change 
in the masculine management culture at the Bank.
Proflexive problem - starting point
As point of departure for elaborating the definition of the main prob-
lem, the quantitative analysis was conducted and explained the theo-
retical approach by reference to existing literature on the subject. The 
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main theoretical problem definition arose from the speculation about 
why there are gender-related differences in management careers 
in a culture totally dedicated to equality such as exists in Denmark. 
Main Problem: How can it be that in Denmark, where there is a pro-
nounced culture of gender equality, there are still significant gender 
inequalities in relation to management careers?
Sub-problem definition I: From the history of gender-related divi-
sions of labor, what indicators emerge to suggest possible gender 
differences in relation to management careers? The “female-friend-
ly” welfare state offers, among other things, child care with the aim 
of relieving women of tasks that traditionally had been their sole re-
sponsibility in the home (Hernes 1987) retains women in the role of 
the working mothers on equal terms with other female employees, 
rather than equating women with men because parenthood is still 
primarily seen as a task for women. The former “housewife role” 
in the home has thus been removed to the labor market along with 
those parts of women’s contemporary professional work in the labor 
market that are considered to be particularly suitable for women. 
Sub-problem definition II: Which gender-specific indicators can be 
identified as barriers to creating gender equality in relation to man-
agement careers? To identify gender-specific indicators that act as 
barriers to the gender-neutral distribution of management jobs can 
be based on the definition of gender-neutral job structuring in the 
labor market (Haavind 2000); i.e. that the ratios of men to women 
are comparable in size in different target areas where they possess a 
number of stable - albeit adjustable or alterable - personal and social 
characteristics that are either common or gender-specific, mainly as 
a result of different social locations or positions. Under this assump-
tion, it would be natural to seek an explanation for the gender gap in 
management that was documented through the gendered patterns 
that emerged through the handling and effect of the exercise on man-
agement (Wajcman 1998, Vianello & Moore 2000, Højgaard a; 2002, 
Skjeie & Teigen 2003, Højgaard 2004). It was also about gendered 
patterns of male and female managers’ careers, their family relation-
ships and their attitudes toward management (Højgaard 2008). 
Sub-problem III: What gender-specific measures can be devel-
oped to create equal opportunities for both genders in relation to 
management careers? The male managers gain respect in the 
management group through professional competence and authority, 
while the women only achieve it through professional competence. 
The gendered interpretation framework set different conditions for 
the two genders regarding informal contact and communication in 
the management group, which then became related to networking 
(Staunæs & Søndergaard 2006).
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The proflexive starting point for the problem therefore became to 
try to understand the relationships between managers across gen-
ders where the gendered interpretation frameworks could be mapped 
within the organization and, not least to try to understand how they 
were activated. Within the organization, internally produced mech-
anisms can cause gender-understanding to shift to gender-related 
understanding of external interpretations of female and male behav-
ior outside the organization; i.e. the culturally gendered interpreta-
tions of female passivity and withdrawal compared to male active-
ness and self-promotion. When women participate in management 
networks, management networks for women should not necessarily 
be understood to be the same as management networks for men, 
where the networks do not have the same significance for female and 
male careers respectively and cannot, therefore be used in the same 
way. The complexity of gendered interpretations of female connoted 
meanings is far more significant than women’s apparent lack of ambi-
tion to seek contacts higher up in the management hierarchy. There 
is also the question of how an invitation to seek a management job 
might be interpreted by a woman. It can be hard to minimize gender 
segregation at the management level where a male-dominated cul-
ture is the only explanation of gender inequality. But by opening up 
and understanding how the male-dominated culture’s interpretation 
frameworks apply to women in management, a new organizational 
culture can evolve through the impact of stimuli from the environment 
that shape new processes of self-awareness in which a conversion 
to the dual frameworks can emerge where both female- masculinity 
and male-femininity are also present.
Proflexion’s result
The decisive result of continuously using the proflexive tool in the 
Mixed Methods Research project right from the start was to open 
up and try to understand the male-dominated culture’s interpretation 
frameworks for women in management of the Bank. And then mirror 
proposals from the environment in order to stimulate this male domi-
nated culture towards shaping processes of new self-awareness and 
converted that into dual notion templates where female- masculin-
ity and male-femininity also appear. Thus paradigm shift occurs in 
the proflexive conclusion, where the multiplicity of the link between 
gender diversity and performance can be perceived in the way that 
women make tougher demands, and the men softer demands on 
management. With the installation of a new hegemonic manage-
ment concept that incorporates feminine values and where the male 
managers adopt femininity and use it in a modern and contemporary 
management style while the traditional masculine management still 
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continues to dominate the senior executive level of the Bank and is 
even applauded by the female staff.
Profiling of proflexion method contribution
Combining different empirical methods such as the qualitative and 
quantitative methods in a Mixed Methods perspective is not a new 
phenomenon, having existed for the past 100 years or so but there 
was no methodological approach to mixing methods, as there is to-
day. Different specialist methods, such as qualitative and quantitative 
emerged as separate research paradigms, each with diverse meth-
odological and theoretical positions (Hammerley 1992). Method mix-
ing occurred with the spread of triangulation methods (Bryman 1984) 
and the basic principles of combining qualitative and quantitative 
methods in tune with the strong polarization, of the qualitative and 
quantitative methods individually during the great qual / quan war in 
the 1980s. The argument for triangulation lay mainly in the increased 
validity achieved by combining methods (Jick 1979, Gelbort & Winer 
1985, Duffy 1987, Morell & Tan 2009, Torrance 2012). The paradigm 
conflict between the qualitative and quantitative methods, and re-
jection of method mixing (Lincoln & Guba 1985, Smith & Heshusius 
1986, Guba 1990, Blaikie 1991) created a basis for a much needed 
discussion of Mixed Methods Research (Tashakkori & Teddlie 1998, 
Johnson & Onwuegbuzie 2004) in its efforts to develop a third and 
new Mixed Methods Research paradigm (Howe 1988, Patton 1988, 
Greene et al 1989, Guba 1990) with associated design choices (Bry-
man 1988, Greene et al., 1989, Hanson et al. 2005 Onwuegbuzie 
& Collins 2007) as a defined method mix in between the qualitative 
and quantitative methods (Tashakkori & Teddlie 2010). The dominant 
scientific theoretical position (Creswell & Plano Clark 2011) for inte-
gration (Greene & Carcelli 2003) of the two incompatible paradigms, 
became the American pragmatism (Greene 2008) with the prevailing 
understanding of decision-based design related to a specific research 
interest such as the logical structure of a Mixed Methods research 
project to create operational links between the separate interpretiv-
istic qualitative and the positivist quantitative sections with greater 
emphasis on a comprehensive research project than on its individual 
parts (Poor Tinga et al. 2004, Hanson et al. 2005, Jang et al. 2008). 
The logical design-decision for method mixing arose at the expense 
of the more scientific theoretical explanations (Teddlie & Tashakkori 
2009) adapted to the epistemological relationships (Creswell et al. 
2008, Mertens 2009, Feilzer 2010) or methodological reasons (Flick 
1992, Moran-Ellis et al. 2006, Hammerley 2008). The logical design 
decision became a shield that impeded a more comprehensive un-
derstanding of Mixed Methods research in methodology, analysis 
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and interpretation (Brewer & Hunter 2006). When the results of Mixed 
Methods research from the logical design decision were not interpre-
tive, they were not theory-building and often reached only summary 
conclusions (Martinez et al. 2006, Sirin et al. 2008), i.e. design inte-
gration screened for integration theory. 
The latest research in Mixed Methods is therefore based on the 
methods themselves from an integration perspective, where a choice 
of methods can be justified by specific research interest and theory 
(Frederiksen 2013), where as yet there is no case of a third research 
paradigm for mapping phenomena, but rather a research style in 
which the choice of method depends on specific empirical purposes 
There can be no unambiguous answers because it all depends on the 
phenomena to be researched and how they are theoretically based. 
The integration perspective is based on a total of 6 integral parts of a 
Mixed Methods Research project: 
• Theory Integration (Greene 2007, Evans et al. 2011), which con-
sists of a number of theoretical assumptions adapted to the epis-
temological or substantial relationships in the total Mixed Methods 
Research project. 
• Design Integration of parallel, sequential, embedded or priority 
Mixed Methods Research projects (Tashakkori & Teddlie 1998, 
Creswell & Plano Clark 2011, Plowright 2011) as the basis for 
theory and / or existing empirical knowledge, describes the study 
subject from a set of research questions with the creation of link-
ages through a Mixed Methods Research project. 
• Method Integration (Brannen 1992, Bryman 1992, Creswell et 
al. 2008) which deals with the relationship between the methods 
themselves. 
• Data Integration (Castro et al. 2010) which deals with specific 
relationships between data from the study’s parts.
• Analysis Integration (Dixon-Woods et al., 2005, Bryman 2007, 
Cronin et al. 2008), which deals with procedures for how a re-
searcher handles several separate analyzes of the data. 
• Interpretation Integration (Erzberger & Kelle 2003, Dixon-Woods 
et al. 2005, Dellinger & Leech 2007, von Zweck et al. 2008, Baze-
ley & Kemp 2012) examine how the results of the studies should 
be related to theory, hypotheses and existing empirical knowl-
edge from previous research where the total Mixed Methods 
Research project either created new theories and concepts, or 
added new knowledge to existing understandings of concepts. 
Integration forms can be combined in many different ways, and 
are not necessarily mutually exclusively and integral, acting as 
links to the different parts of an overall Mixed Methods Research 
86
project. The more integrated, the stronger the total Mixed Meth-
ods Research project will be. 
The Mixed Methods Research Project, Gender & Career was al-
ready implemented in 2006-2009 through previously studied forms 
of integration: 
•	 Scientific	theoretical	and	methodological	integration with inte-
gral theory in a Mixed Methods relationship provides guidelines for 
selecting the study subject, methodology and data. 
• Theory and design integration from the theoretical assumptions 
and arguments creates a pathway for the Mixed Methods Re-
search project’s empirical parts, as an epistemological framework 
attached to the coherent study subject, the Bank. 
• Methodological and data integration along with the method of 
integration is carried out from a sequential design with the quali-
tative survey results used to formulate the questionnaire used 
for the quantitative study. The data integration is managed in a 
way where the overall theory of the already associated empirical 
prior knowledge has been the link between part-studies with the 
qualitative interview results quantified via structure of the ques-
tionnaire with additional theoretical positions, and then analyzed 
in the quantitative survey. 
• Analysis and interpretation integration; analysis integration 
works by the dual process of analyzing the results from the qualita-
tive study, which is based on the quantitative survey so that there is 
a re-analysis process across data sets. The foundation of interpre-
tative integration is built around how part study results are related 
to the additional theoretical positions from the questionnaire struc-
ture. It is first here that it becomes possible to create understanding 
and meaning of analysis results using interpretative integration.
•	 Proflexive	integration where both analysis and interpretation in-
tegration of the Mixed Methods Research project are completely 
dependent on the former scientific theoretical and methodological 
theory and design integrations, and methodological and data in-
tegration form relationships - which at the end of the Mixed Meth-
ods Research Project expanded with the involvement of other re-
search supplemented with recommendations to the Bank as final 
proflexive conclusions on the research questions.
•	 Dissemination	Integration (Kelle 2006, Bryman 2007) as ex-
plained in the next, final chapter.
Use of integration, and the integration of the integration forms that 
shape this Mixed Methods Research project arose from curiosity 
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about the official motive for the current research (Bazeley & Kemp 
2012) to carry out the Mixed Methods Research at all; particularly tri-
angulation, as a part of the Mixed Methods Research project. The au-
thor described as nonsense; that one can define a unique phenom-
enon objectively, if there are already two measurements of the same 
phenomenon that can be combined (Hammersley 2008). The ratio 
between the phenomenon and the two qualitative and quantitative 
measurements will always be mutually dependent, so no objective 
measurements exist. Triangulation cannot measure a phenomenon 
more correctly (unique) than single measurements taken separately, 
but one can gain an enhanced understanding of the phenomenon 
by triangulation without necessarily understanding it in depth. The 
use of triangulation is now understood to signify that in place of in-
tegration through the use of multiple forms of integration in order to 
obtain an enhanced understanding - an understanding fusion - the 
Mixed Methods Research project has recently been further defined 
as a proflexion. When understanding acquired from one type of data 
(qualitative) is the precondition for the taking of the second type of 
data (quantitative), resulting in a reinterpretation of the research that 
raises it to a greater understanding than was possible through sepa-
rate individual studies. 
The use of continuous forward looping that transits from reflec-
tion to proflexion in a continuous recurring looped process provides 
a step by step sustained link between hypotheses, research ques-
tions and problem-based dynamics. In the Mixed Methods Research 
project this use of the sustained recurring loop process resulted in 
yet another new proflexion, in yet another attempt at improving pre-
vious understandings of reality and how each new reality fits in with 
the reality actually taking place in that step. With the Mixed Methods 
Research Project, the first tentative steps into a hermeneutic Mixed 
Methods Research tradition (von Zweck et al. 2008, Van Ness et al. 
2011), which really reflected in the original methodological consid-
erations and the illustration of the structure of the proflexive Mixed 
Methods Research Project (Figure 4), has been made. The Mixed 
Methods Research Project is, therefore, a tested proflexion phenom-
enon through the integration of integration forms as a prototype of a 
new integrated Mixed Methods Research paradigm within the con-
text Gender & Career, with emphasis on the quantitative study of the 
qualitative study as key element in a supportive role for the dissemi-
nation of research results.
Dissemination integration
The biggest challenge in a Mixed Methods Research project is to try 
to communicate research results (Kelle 2006, Bryman 2007) without 
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burdening the reader unnecessarily. The Mixed Methods Research 
project has been 10 years underway, and reflects this challenge. The 
role ratio between sub-studies in the total Mixed Methods Research 
project with emphasis on the quantitative section is difficult to dis-
seminate when the challenge is to communicate the main study, fo-
cused on the quantitative data results and taking advantage of the 
partial (qualitative), theory and already available empirical knowl-
edge. It is a complex text communication procedure to tie the ends 
together across different cross-reference tables. And accounting for 
the Mixed Methods Research quality is just as complicated. The con-
cept of validity is suited to quantitative research but not to qualitative 
research. Research on quality of Mixed Methods Research is not yet 
sufficiently developed, i.e. how Mixed Methods Research can be as-
sessed and legitimized (Onwuegbuzie & Johnson 2006). However, 
one can apply standards to the individual sub-surveys, the qualitative 
and quantitative separately, so that for each paradigm quality require-
ments are met (Bryman, et al. 2008) and / or ensure that the Mixed 
Methods Research project builds a link (via integration of integration 
forms, i.e. proflexion throughout the Mixed Methods Research Pro-
ject) between the two paradigms for a third set of meta quality criteria 
(Sale et al. 2002) still undergoing rapid development in Mixed Meth-
ods Research. A third possibility is that a researcher simply spells out 
the quality (Bryman, et al. 2008), as may be deemed necessary in 
a research project. The latter options are blurring paradigm borders 
between the qualitative and quantitative sub-surveys encountered 
there, so a number of disciplinary boundaries within the research 
field’s research tradition, where you are not likely to cross the qual-
itative-quantitative breakdown and are unable to assess the quality 
of integrating research. Even within the publishing of leading Mixed 
Methods Research, paradoxically, there has been erected borders 
within this field of research, in the form of American pragmatic scien-
tific theory, originally as a counterbalance and defense against meth-
od purist’s philosophical contradictions and division of qualitative and 
quantitative research, so that its borders for Mixed Methods research 
expression becomes deadweight and only stay within the previously 
examined logical, pragmatic design decision. 
A fourth and final opportunity to explain Mixed Methods Research 
quality is to assess final quality (Tashakkori & Teddlie 2008), just as 
for any other research project, but in the form of a new development 
of quality criteria and already met quality standards. The anticipation 
from this Mixed Methods Research project with the proflexion phe-
nomenon through the integration of integration forms as a new Mixed 
Methods Research paradigm, is that it can contribute to the develop-
ment of new quality criteria on already met quality standards. Finally, 
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the transmission of a Mixed Methods Research project results may 
be difficult to integrate, depending on whether the total Mixed Meth-
ods Research project compares new knowledge under existing con-
cepts (Dixon-Woods et al. 2005), or focuses on how the total Mixed 
Methods Research project creates new theory concepts.
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